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ABSTRACT 
Global leadership crises and increasing executive leadership failures necessitate a 
new approach to executive leadership development. Globalisation results in new 
leadership challenges that affect people, the planet and peace across the world. 
Critical issues include increasing extremism and terrorism, displaced migrants fleeing 
to stable countries, earth warming and economic decline. The role of the individual 
executive leader cannot be isolated from human development challenges. Various 
executive leadership failures and examples of unethical leadership practises, both 
internationally and in South Africa, place the focus on ethical governance and 
emotionally matured leadership development. This study follows a nexus, based on a 
three-stranded cordial link between human development, emotional intelligence and 
executive leadership. 
The central themes of the United Nations Human Development’s (UNDP) reports of 
1990 to 2009 as well as the Post-United Nations Human Development Report of 2015 
form a framework for evaluating the relationship between human development and 
executive leadership. Although economic growth is central to human development, the 
development of people through building human capabilities and active participation to 
improve their lives, are the main goals of the UNDP-2015.  
The role of executive leadership, leadership derailment and required executive 
proficiencies and attributes are investigated by evaluating traditional leadership 
theories and approaches as a lens for investigating leadership development. The 
positive effect of globalisation is that it affords new approaches and opportunities for 
executive leadership development. Emotional intelligence-based leadership, including 
the role of neuro-leadership, is evaluated and an integrative approach that involves 
the new paradigm of leadership as a response to human development challenges and 
globalisation is presented. The new paradigm of integrative leadership approaches 
includes empirical-based authentic leadership, shared leadership and gender-based 
leadership. The integrative leadership models of Hatala and Passmore are selected 
as a framework to propose a theoretical emotional intelligence leadership model for 
this study. 
vi 
New opportunities to develop emotionally intelligent executive leaders include 
technology-based training, iLeadership and eLeadership in an environment without 
boundaries. Time constraints are identified as a key obstacle for leadership 
development.  Various training and executive coaching strategies are evaluated and 
proposed to accelerate leadership development. The link between human 
development and executive leadership development is proposed by collective 
leadership approaches towards Corporate Social Responsibilities (CSR) above 
entrepreneurial acumen and stakeholder involvement. 
A positivist approach based on quantitative research using Structural Equation 
Modelling (SEM) is used. The primary research problem is formulated to investigate 
the multidimensional and complex nature of factors that influence the success of 
developing emotionally intelligent executive leaders in South Africa. A conceptual 
theoretical model comprising of factors that influence Human Development and the 
perceived success of Emotional Intelligence Training is developed. A total of ten 
independent variables that influence the two mentioned dependent variables are 
identified. The proposed model and envisaged hypotheses are empirically tested. The 
study consists of a 73-itemed questionnaire with 360 participants.  The sourced data 
are statically analysed by means of the exploratory factor analysis (EFA) to assess the 
discriminate validity of the research instrument and to confirm underlying dimensions 
of the constructs. Cronbach-alpha coefficients are calculated for each of the identified 
factors by using SEM. The significance of the hypothesised relationships in the revised 
model is tested.  
The value of this study’s contribution to the body of knowledge lies within the findings, 
the proposed Integrative Emotional Intelligence Leadership Model and 
recommendations for future research. The proposed model identifies practical training 
approaches to accelerate executive leadership against a background of serious 
leadership failures in South Africa. 
 
Key words: Human Development, Executive Leadership, Emotional Intelligence, 
Training and Development, Integrative Leadership, Authentic Leadership.  
vii 
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CHAPTER 1 
EMOTIONAL INTELLIGENCE TRAINING MODEL FOR EXECUTIVE 
LEADERSHIP IN SOUTH AFRICA 
“We are what we repeatedly do. Excellence, then, is not an act, but a habit.” 
Aristotle (Bradberry & Greaves, 2005:84) 
1.1 INTRODUCTION 
The Post-2015 United Nations Human Development Report (Kamau & Donoghue, 
2015; UNDP, 2015) adopted the 2030 agenda for global action entitled: “transforming 
our World”. The report calls for global leaders to unite through collective partnership 
in an integrative approach towards “people, planet, property and peace”. The Post-
2015 UN Report (Kamau & Donoghue, 2015) further states that never before have 
global leaders pledged collectively to common action in such a universal agenda (Van 
der Heijden & Bouyé, 2015). Amidst the call for global collective leadership, the Global 
Leadership Index conducted a study in November 2014, suggesting that the world is 
facing acute leadership crises (Cann, 2015). According to the World Economic Forum, 
the major challenge for human development is the fundamental lack of confidence in 
global leadership to resolve global crises (Cann, 2015).  
The global economic crises between 2005 and 2009 emphasised the lack of, and the 
urgent need for, emotional intelligence training models for sustainable executive 
leadership development (Goodmen, 2014:7; Singh, 2009:262; Bunker, Hall & Kram, 
2010; Goleman, 2011:277; 2004:36; Goldsmith, Greenburg, Robertson & Hu-Chan, 
2003:198; Barling, Slater & Kelloway, 2000:160; Fiedler, 1996:243). 
Calls for new emerging leadership approaches to deal with global challenges are 
growing. Kamau and Donoghue (2015:3) identify spiralling conflict, global violent 
extremism, terrorism and humanitarian crises, as major threats endangering past 
human-development success. The global escalating mass-refugee migration, 
because of war, terrorism and poverty, threatens human development globally. Apart 
from the physical effects – as a result of mass migrations – including increasing 
xenophobia, the psychological effects including “fear-mongering” further threaten 
human development. Globally, executive leadership is challenged to deal with the 
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effects of the migration, including concerns relating to infra-structure and job creation 
in a declining economy.   
The worldwide response to global crises since 1990 included demands for new 
political and democratic leadership, emphasising aspects, such as redistribution and 
human rights (Gutiérrez, 2015; Cann, 2015; Vrbensky, 2014: 41; Gill, 2012:2). The 
lack of emotionally mature executive and global leaders has played a major role in 
effectively dealing with global crises and challenges (Bunker et al., 2010:99). House, 
Dorfman, Javidan, Hanges & Sully De Luque (2014:43) postulated that there is a 
severe shortage of experienced global leaders, and that the demand exceeds the 
availability of leaders. The relevant nexus between human development and 
leadership development is motivated by the United Nations Economic Commission for 
Africa (2012:33), which states that effective leadership is paramount in developing 
sustainable human development, urging the generation of new leaders to reform 
towards democratic change and sustainable-developmental strategies. 
The global executive leadership affects both public sector leadership and private 
enterprise (Gill, 2012:1; House et al., 2014:43; Peltier, 2010:53). The negative effect 
for human development is that the global financial crises could widen the gap between 
the rich and the poor. The recent collapse of certain economies, such as that in 
Greece, further highlights the challenges facing global leaders (House et al., 
2014:308).  
Failures of executive leadership in government on the African continent demonstrate 
the prevalence of dictatorial leadership practices (Gutiérrez, 2015). Prime examples 
include the sanctions, trade embargo’s and travel restrictions in Europe, placed upon 
Zimbabwe, and President Robert Mugabe in particular. This highlights the negative 
world-view towards the authoritarian leadership of President Mugabe (SAPA, 2015:7). 
Indications are that the election of President Mugabe as head of the African Union 
might result in travel embargo’s being lifted during 2015 – in an attempt to promote 
and encourage change in Zimbabwe (SAPA, 2015:7).  
The travel embargo against President Mugabe and his wife, was, however, extended 
to 20th February 2017, to force the 92-year old leader to implement change and political 
reform (All-Africa, 2016). Bloomberg (2016:8) argues that President Mugabe is 
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personally responsible for the economic crises, and that the Zimbabwean economy is 
“half the size it was 15 years ago, with about 90% of the population out of formal 
employment”. House et al. (2014:79) found that Sub-Saharan Africa and Middle East 
leaders underscored in terms of the factors contributing to effective leadership. The 
United Nations Economic Commission for Africa (2012:8) identified African 
leadership’s opposition to accept and implement sustainable developmental strategies 
and policies, as a major challenge. A beacon of hope is, however, instilled by the 
Global Leadership Index that found sub-Saharan Africa scored higher confidence 
ratings in business and religious leaders than that found in Latin America, North 
America and Asia (Cann, 2015). 
In South Africa (SA), leadership failures on executive level continue to dominate the 
business and government spheres (Steenkamp & Prince, 2012:1). Two major 
developments regarding South African President Zuma, have grave implications – not 
only for South Africa – but also for executive leadership as a whole. Firstly, the 
constitutional court ruled in March 2016 that President Zuma must pay back funds for 
work done on his private residence, Nkandla, after a lengthy period of denial and 
cover-ups by various influential executive leaders, including cabinet ministers.  
The second issue concerns another full-bench High Court ruling denying President 
Zuma leave to appeal that the 783 racketeering and corruption charges could be re-
instated (Evans, 2016; The Citizen, 2016). South Africa is, furthermore, probably the 
only country in the world, where four consecutive national police commissioners were 
dismissed, under a cloud of corruption or leadership failures (Pijoos, 2016; 
Tamukamoyo, 2013:15-16; Govender, 2013:94; Prins & Steenkamp, 2013:5).  
Examples of executive leadership crises in the SA government are highlighted by 
continuing mass mobilisation and service-delivery protests (Demian, 2015; ISS, 2009), 
on-going debate on President Zuma’s controversial homestead, Nkandla, (Premhid, 
2015:1), disruption of parliament during the State-of-the nation address by President 
Zuma on the 12th February 2015 (SAPA, 2015:1), continuous xenophobic violence 
(Tromp, Olifant & Savides, 2015: 1) and the arrest of four senior South African Police 
Service (SAPS) officers on 17 April 2015 on corruption charges (Nombembe & Shoba, 
2015:2).  
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Adendorff (2013:5) argued that SA’s ineffective government is detrimental for growth 
and advancement; while private enterprise and corporate companies, such as SA 
Breweries, MTN and Vodacom are “racing ahead” in line with global trends (Adendorff, 
2013:5). In alignment with the above-mentioned notion, the Global Leadership Index 
ranked government leaders second-lowest among eight sectors surveyed in terms of 
confidence and the abuse of authority (Cann, 2015). 
The theoretical framework of this study is based on “human or people-centred 
development” incorporating various themes central to “alternative development” 
processes (Martinussen, 1997). The core focus was on emotionally mature ethical 
executive leadership based on authenticity, morality and integrity, as the cornerstone 
of leadership development (Shabnam & Tung, 2013:315; Northouse, 2010:215; Fry & 
Whittington, 2005, Luthans & Avolio, 2003).  
Other themes included “reinforcing of human capabilities and freedoms”, 
empowerment through democratisation, sustainability and gender empowerment 
(Martinussen, 1997; Muyoyeta, 2004). The lack of emotional intelligence training 
models for executive leadership and human development, along with the above-
mentioned global leadership crises, highlights the need and opportunity to develop a 
theoretical emotional intelligence training model. This study has sought to develop a 
training model to enhance emotional intelligence for executive leadership 
development in South Africa, in order to deal with the challenges and crises. 
1.2 FORMULATION OF THE RESEARCH PROBLEM  
Out-dated global authoritarian and dictator leadership practices prevail in a fast-
changing world environment (Gutiérrez, 2015; Adendorff, 2013:285). In both public 
and private enterprises, leaders are emotionally ill-equipped to deal with the demands 
of modern society and basic human needs against the backdrop of a declining 
economic market place (Adendorff, 2013:285). Unless a global culture of ethics and 
values alignment is pursued by executive and global leadership, practices of 
corruption, narcissism and plundering of resources will have a devastating effect on 
mankind (By & Burnes, 2013:172).  
A new breed of executive leaders, based on transformational leadership and 
integrative emotional intelligence-based leadership demonstrating strong emotional 
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maturity, is required, in order to conquer the demands of human development amidst 
these global crises (Goodmen, 2014:25; Barr & Dowding, 2012:66; Bunker et al., 2010, 
Passmore, 2010, Hatala, 2008). The lack of practical and outcome- based emotional 
intelligence training models for executive leadership development provides this 
research with a unique opportunity to fulfil the training need and to contribute to the 
body of knowledge on leadership development, based on emotional intelligence to 
enhance human development.  With this in mind, the primary research problem is 
formulated as follows: 
Based on the multi-dimensional and complex nature of developing emotionally 
mature executive leaders, leadership development facilitators face the problem 
of identifying the factors that positively or negatively influence the perceived 
success of emotional intelligence training for sustained executive leadership 
development in South Africa. 
The above problem statement is elucidated by a number of sub-problems described 
as: 
 The need to determine the social and organisational variables that would 
ensure the perceived success of sustainable executive-leadership 
development in South Africa through training;  
 The significance of current training models for executive development that is 
ineffective and lacks emotional intelligence substance; 
 The significance of role-model inspiration, life-coaching and career-pathing by 
executive leaders is limited – due to the challenges of global crises and 
economic pressures to be financially successful at all costs; and it often 
neglects the development of human potential (Scheepers, 2012:7);  
 The fact that the impact of emotional intelligence training for executive leaders 
towards human development is under-researched; 
 The significance of transformational leadership focused on human development 
to cultivate and grow “in-house” leaders, as part of a holistic human-
development strategy, is frequently not adequately understood and pursued. 
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Following on the research problem, key questions arise pertaining to the significance 
of emotional intelligence and executive leadership development. Against this 
background, the primary research question can be defined as follows: 
How can the development of an emotional intelligence training model contribute 
to sustainable executive leadership development in SA? 
The primary research question is supported by the following secondary research 
questions, as depicted in Table 1.1. 
Table 1:1: Secondary research questions 
RQ1 What factors must be considered, in order to promote emotional intelligence 
in terms of executive leadership training development?  
RQ2 What contribution can emotional intelligence training play in executive 
leadership development in SA? 
RQ3 What emotional intelligence attributes are essential for executive leadership 
development?  
RQ4 What factors must be investigated to enhance ethical leadership behaviour? 
RQ5 How can emotional intelligence training expedite executive-leadership 
development in SA? 
RQ6 What role can emotional intelligence training play to counter the negative 
effect of executive leadership failures in SA?  
RQ7 Can emotional intelligence successfully be taught or learnt? 
RQ8 What impact can successful emotional intelligence-oriented leadership 
training have on sustainable human development in SA?  
RQ9 How can successful emotional intelligence training of executive leaders in 
SA benefit leadership development on the African continent? 
RQ10 What interpretations and conclusions can be drawn from the empirical 
findings? 
Source:  Researcher’s own construction (2016) 
1.3. OBJECTIVES OF THE STUDY 
1.3.1 Primary research objective 
The primary objective of this research effort is: 
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To investigate the factors that influence the perceived success of leadership 
development in SA, and subsequently the development of a practical emotional 
intelligence training model for sustainable executive leadership development  
The key focus of the research will, therefore, be on the role and impact of emotional 
intelligence training on human development and executive-leadership development.  
The independent and dependent variables to ensure the perceived success of 
emotional intelligence executive leadership development, will be identified, 
investigated and empirically tested. The relationships between these aspects will also 
be evaluated and measured.  
The following procedural objectives will be employed: 
 To develop a theoretical training model, based on emotional intelligence for 
executive leadership development; 
 To develop an appropriate measuring instrument that can empirically test the 
relationships between the variables; 
 To empirically test the proposed model and the suggested hypothesis by means 
of sourcing data from the relevant role-players amongst the executive 
leadership in South Africa; 
 To statistically analyse the sourced data; 
 To present the recommendations, based on the results of the statistical 
analysis. 
1.3.2 Secondary research objectives 
The following secondary objectives have been identified in support of the primary 
objective, as listed in Table 1.2. 
Table 1.2: Secondary research objectives 
RO1 
To analyse the theoretical basis of the current executive leadership training 
models 
RO2 
To analyse the role and impact of successful and emotionally mature 
executive leaders 
RO3 
To analyse the impact of transformational executive leadership development 
based on emotional intelligence for sustainable human development 
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RO4 To investigate the nature and impact of executive leadership derailment 
RO5 
To identify challenges, restrictions and obstacles that enhance emotional 
intelligence training solutions for sustainable leadership development in SA 
RO6 
To develop an ideal emotional intelligence based training model for executive 
leadership to enhance human development 
Source:  Researcher’s own construction (2016) 
1.4 CONTRIBUTION OF THE RESEARCH 
The focus of the study will be to develop a theoretical emotional training model to equip 
and train executive leaders for sustainable success in SA. The impact and role of 
emotional intelligence is a relatively new theory, which necessitates further research 
(Shahid, 2015; Caruso, Mayer & Salovey, 2002:30; Goleman, 2011; 2004:34).  
Bunker et al., (2010) argued that traditional approaches to leadership development, 
such as coaching and other training programmes are ineffective – with a limited impact 
– and they are under-researched. The importance of developing new training modules 
for executive leadership is highlighted by Goldsmith et al. (2003:1), who argued that 
existing leadership training provides limited guidance for the business context of the 
future.  
Most of the training programmes are “untested and, at best, of uncertain value” 
(Fiedler, 1996:243). Pfeffer and Fong (2002) found that leadership development in 
business schools has been ineffective. Darling-Hammond, LaPointe, Orr and Cohen 
(2007) argued that leadership training and development are characterised by 
continuous debate with limited empirical research. This study intends to fill the gap 
and to contribute to executive leadership development by proposing a training model, 
based on emotional intelligence.  
While the majority of emotional intelligence and leadership literature focuses on the 
importance, and what factors are necessary, limited work is available on how to 
implement and develop executive leaders. In addition, this study will contribute to the 
body of knowledge – by especially addressing the methods and approaches used to 
develop executive leaders.  
The link between theory and practice, in terms of the creativity discussion, as the key 
executive leadership attributes, discussed in Chapter 4, is of value. A number of South 
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African examples of executive leaders, who have designed unique inventions with a 
global impact, will also be discussed. The examples highlight the significance of 
integrating theory (academia) with practice (business) through leadership 
development and training. The notion of integrating theory and practice is well-
grounded in another literature-based case study concerning the success of Harvard 
Professor George, who increased the market share from $1.1 to $60 billion as the 
previous chief executive officer (CEO) of the Medtronic Company (Nohria & Khurana, 
2010:285; George, 2003:11).  
1.5 BENEFICIARIES OF THE RESEARCH  
Bunker et al. (2010) argued that academic intelligence is insufficient to prepare one 
holistically for “life’s challenges, turmoil and opportunities”. Goleman (2004:36) refers 
to emotional aptitude, which is “the meta-ability” to utilise all possible resources, 
including raw intelligence (Goleman, 2004:36). Based on the notion of meta-ability, a 
need was identified for an emotional intelligence training model for executive 
leadership development to fill the gap to develop executive leadership in the private 
and public sectors.  
The envisaged cycle of executive leadership development is based on the assumption 
that emotionally mature executive and global leaders are the primary drivers to attain 
successfully to the human-development needs, including the goals adopted in the 
Post-2015 United Nations Human Development Report (Kamau & Donoghue, 2015; 
UNDP, 2015). Thus, by developing emotionally mature executive leaders, the ultimate 
beneficiaries are those people targeted in the Post-2015 United Nations Human 
Development Report (Kamau & Donoghue, 2015; UNDP, 2015).  
The case study of Unilever’s CEOs 2020 eight goals, related to human development, 
is just one example of the success and possibilities of emotionally mature executives 
that are committed to human development beyond the scope of profit margins and 
personal gain (Gitsham, Wackrill, Baxtor, & Pegg, 2012).  
Apart from the benefits to global companies, an emotional intelligence training model 
could largely be of benefit to the executive leaders in less-developed countries. 
Training solutions that equip executive leaders in those areas, where they lack the 
expertise, skill, and especially understanding of the importance of emotional 
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intelligence, could be a valuable aid to international, national, regional and local human 
development (Goodmen, 2014:38). This statement is supported by the various global 
organisations and institutions that develop emotionally competent executive leaders 
through various training and developmental programmes (Singh, 2009:262).  
The research could credit the current outstanding individual efforts by executive 
leaders and include successful experiences in the development of the proposed 
training model.  
1.6 THE RESEARCH FRAMEWORK 
The theoretical framework and approach in developing an emotional intelligence 
training model catering for executive leadership is illustrated in Figure 1.1.  
Figure 1.1: Conceptual Research Framework 
 
Source: Researcher’s own construction (2016) 
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1.7 THE RESEARCH METHODOLOGY 
According to Babbie (2016:6), research methodology stems from the science of 
knowing (epistemology); and it refers to the science of finding out useful scientific 
investigative procedures.  Research methodology includes an operational framework, 
in which the facts are presented, so that the meaning becomes more clear (Cooper & 
Schindler, 2011:12; Leedy, 1980:75). The research methodology section generally 
explains the technical procedures that are appropriate for a specific audience that 
comprises four parts, namely: research design, sample design, data collection and 
analysis (Zikmund, Babin, Carr & Griffin, 2013:618). 
The methodology section presents the findings that could include tables and figures 
and an organised narrative.  For the purposes of this study, a theoretical model-
building study approach was employed to develop a conceptual emotional intelligence 
training model for executive leadership development (Goodmen, 2014:38). A 
comprehensive preliminary exploratory literature review was conducted, in order to 
identify the factors influencing the perceived success of emotional intelligence 
development for executive leadership in SA.  
The dependent and independent variables were selected from the literature review, in 
order to propose a theoretical training model. The Structural Equation Modelling 
technique was utilised, in order to test the proposed model by using a quantitative 
data-gathering and analysis method (Hoyle, 2012:33; Mora, Gelman, Steenkamp & 
Raisinghani, 2012:167). 
1.7.1 Secondary research  
A literature review or study is generally viewed as a secondary research on data that 
were previously collected from existing sources, such as publications, databases and 
internal records (Collis & Hussey, 2014:59). For the purposes of this research, a 
literature review is defined as “an interpretation of [a] selection of published and/or 
unpublished documents available from various sources on a specific topic that 
optimally involves summarisation, analysis, evaluation and synthesis of the 
documents” (Babbie, 2016:280; Williams & Vogt, 2011:186; Burns, 2000:396).  
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Collis and Hussey (2014:59) acknowledge that secondary sources can include hard-
copy formats or internet electronic copies. The researcher will undertake a search of 
the existing literature and theory on the topic of emotional intelligence, leadership 
theories, leadership and executive-leadership development, human development and 
leadership training methods and approaches. 
1.7.2 Primary research 
The primary data refer to the data that were specifically collected for a research study, 
based on the original sources, and including surveys and questionnaires (Collis & 
Hussey, 2014:59). The survey technique and questionnaires were chosen for this 
study as the data-collection methods. These data will be correlated with identified 
variables that could influence the success of the proposed emotional intelligence 
training model for sustainable executive leadership development.  
1.7.2.1 Research paradigm 
A positivistic research paradigm is proposed, given the problem statement and the 
research objectives of this research. Quinlan, Babib, Griffin and Zikmund (2015:59) 
contend that survey research fits well within the positivist framework. According to 
Cohen and Crabtree (2006:1), “…a positivist approach to research is based on 
knowledge gained from positive verification of observable experience, rather than, for 
example, introspection and intuition”. Scientific methods are used to gain knowledge. 
Positivist approaches are generally used in the quantitative research; and they rely 
heavily on experimental or manipulative methods, which involve hypothesis 
generation and testing to prove or refute the hypothesis (Cohen & Crabtree, 2006:1).  
1.7.2.2 The data collection 
The sampling unit of analysis for this research refers to experienced and senior 
leaders in the private and public sectors, human-resource managers, training 
facilitators and executive coaches, including executive leadership in the typical C-suite 
paradigm such as Chief Executive Officers (CEO) (Goebel, 2013:12). Four categories 
were identified that include the private and public sectors, non-governmental 
organisations, or non-profit organisations and retired senior leaders of SA. A 
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structured questionnaire to test the hypothesised relationships depicted in the 
proposed model was designed (Quinlan et al., 2015:65; Zikmund et al., 2013:xviii).  
The importance of formulating the research questions is emphasised by Neuman 
(2011:312), who described the process of numerous rewriting efforts to ensure that 
the survey questions were clear and complete. The process of the survey research 
proceeds deductively, in which the variables are conceptualised before being 
operationalised in the survey questions (Neuman, 2011:312). Leedy (1980:99) and 
Cooper and Schindler (2011:88) refer to the process of uncovering the truth by means 
of questionnaires as “instrument[s] for observing [the] data beyond the physical reach 
of the observer”.  
The selection of a sample for this study will be based on non-probability sampling, in 
which units will specifically be “selected to reflect particular features of, or groups 
within, a sampled population” (Ritchie & Lewis, 2003:78). Non-probability sampling is 
a technique, based on personal judgement and convenience selection, where the 
probability “of any particular members of the population being chosen is unknown” 
(Quinlan et al., 2015:177).  Babbie (2016:186) furthermore notes that non-probability 
sampling techniques include a selection of samples, in such a way, but not suggesting 
a probability theory, such as snowball sampling. Neuman (2011:267) argued that the 
main advantage of a non-probability sample size is that it need not be determined in 
advance. The criteria of purposive sampling will be applied to identify and approach a 
sample, in order “to represent a location or type in relation to a key criterion” (Ritchie 
& Lewis, 2003:79).  
Gray, Williamson, Karp and Dalphin (2007:117) point out that snowball sampling is 
effective, where “highly specialised, or “insider” interest groups and networks that form 
or come together quickly or temporarily” are involved. 
1.7.2.3 The data analysis 
Data analysis is a complex and multi-faceted process. Data analysis involves the 
identification of patterns in observations that “compare what is logically expected with 
what is actually observed” (Babbie, 2016:10). Quantitative research is defined as 
“empirical research, where the data are in the form of numbers” (Punch, 2013:3). In 
the quantitative approach for this research, numbers will represent values of variables, 
14 
which measure the characteristics of the participants, respondents, or other cases 
(Neuman, 2011:382).  
The numbers are referred to as the raw data on questionnaires, recording sheets or 
computer files. The raw data will be analysed and reorganised in a suitable form for 
computer entry, which will ultimately be presented as charts or graphs (Neuman, 
2011:382). The statistics describe a set of collected numbers, including a branch of 
applied mathematics, which is used to manipulate and summarise the features of the 
numbers (Neuman, 2011:387). The features are analysed and summarised to interpret 
and give theoretical and empirical meaning to the results (Neuman, 2011:382).  
The Cronbach-alpha’s coefficients will be applied to each factor, in order to evaluate 
their consistency in the conceptual model, and to confirm the reliability of the 
measuring instrument (Mora et al., 2012:330). The Structural Equation Model is 
proposed, and particularly the goodness-of-fit to describe the “fit” of the conceptual 
model. According to Mora et al. (2012:173), the “fit” of a model relates to how well “the 
hypothesised model describes the behavioural patterns and the relationships of the 
actual data”. Mora et al. (2012:173) suggest that the SEM software applications, such 
as AMOS, EQS, Mplus and the Linear Structural Relations (LISREL) be considered – 
after determining the dimensions of a ‘fit’, according to the “absolute fit, parsimony 
correction and comparative fit”.  
1.7.2.4 The pilot study 
A pilot survey relating to the research problem and its objectives was conducted by 
testing a questionnaire using a small number of respondents that were representative 
of the respondents in the final survey (Zikmund et al., 2013:62 Neuman, 2011:312). 
The selection of “subjects similar to the target” is vitally important to evaluate what 
Gray et al. (2007:124) refer to as a “tentative examination”.   
The purpose of the pilot study was to test the appropriateness and the feasibility of the 
study, and to detect any weaknesses, in order to improve the research design and 
methods (Gray et al., 2007:124). Babbie (1973:211) highlighted the importance of “a 
miniaturised walkthrough of the entire study from sampling to reporting”. The pilot 
study is a critical part of the research, to ensure that the research instrument and the 
data collection provide clarity on the scope of the study and the depth required (Ritchie 
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& Lewis, 2003:135). Cooper and Schindler (2011:5) refer to “pre-testing” that could 
involve colleagues or surrogate participants. The most significant contribution of the 
pilot study is to ensure that the data collected will contribute to the research goal and 
support the desired aims and objectives.  
The pilot study will assist in “fine tuning” the survey questions, in order to focus the 
attention on the relevant and important data (Neuman, 2011:436). The data collected 
during the pilot study could be used in the final research findings (Ritchie & Lewis, 
2003:135). Gray et al., (2007:124) emphasised that pilot studies often stimulate new 
insights, including suggestions of new types of data to be collected and to “eliminate 
fruitless lines of inquiry”. 
1.7.2.5 Statistical procedures 
Various multivariate statistical analytical methods are available that address the 
variety of theoretical and managerial concerns (Hancock & Mueller, 2006:13). A 
common factor of statistical methods is their limitation in addressing multiple 
relationships (Hair, Anderson, Black, & Babin, 2010).  For the purposes of this study, 
a statistical technique, known as Structural Equation Modelling, was selected (Hoyle, 
2012:4; Hancock & Mueller, 2006:69). The term SEM involves a group of related 
procedures, including covariance structural analysis, covariance structural modelling 
and analysis of covariance structures (Kline, 2011:7).  
The SEM properties appropriate to this study include the multivariate technique that 
integrates elements of multiple regression and factor analysis to simultaneously 
estimate a series of interrelated dependence relationships amongst the factors (Hair, 
et al., 2010:617). Multivariate analysis, therefore, simultaneously analyses multiple 
measurements on the factors under investigation (Hair et al., 2010:4). The structure 
of interrelationships that is examined is expressed by a series of equations that depict 
the relationships amongst the constructs (independent and dependent variables). 
Constructs refer to the unobservable latent factors that are represented by multiple 
variables. SEM involves three distinct characteristics namely: 
 The estimation of multiple and interrelated dependence relationships; 
 It identifies unobserved concepts in relationships; and it accounts for 
measurement errors in the estimation process; 
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 It defines a model to explain the entire set of relationships (Hair et al., 
2010:617). 
SEM, in contrast to other techniques, accommodates multiple dependent variables, as 
in the case of this study. As mentioned, the dependent variable one involves Human 
development; and dependent variable two is the Perceived Success of Emotional 
Intelligence Training. 
The LISREL software programme and notation is the most generally used method of 
expressing SEM models and results; as a set of series used in LISREL (Hair et al., 
2010:614). The advantage of using LISREL is that it is compatible with Windows 
interfaced, which enables an interactive approach whereby the user is prompted to 
supply model and data information. Once the information has been entered, the 
related command syntax is completed automatically (Kline, 2011:82; Hoyle, 
2012:311). 
The following seven SEM stages to implement and analyse a model are based on 
earlier work compiled by Hair, Anderson, Black and Babin (1998:592-616). Kline 
(2011:91) and Hair, Anderson, Black and Babin (2006:734), later developed a six-
stage SEM approach. For this study, the earlier work of Hair et al. (1998:592-616) 
involving seven steps, was selected: 
 Developing a theoretical model; 
 Constructing a path diagram of causal relationships; 
 Converting the path diagram into a set of structural equations and measurement 
models; 
 Choosing the input-matrix type and estimating the proposed model; 
 Assessing the identification of model equations; 
 Evaluating the results for good-of-fit; 
 Making the indicated modifications to the model, if theoretically justified. 
1.7.2.6 The research hypothesis 
The formulated hypotheses are based on a series of relationships to be tested, as 
illustrated in Figure 1.2 on page 19, and these can then be described as follows:  
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H1: There is a positive relationship between Leadership Development and Human 
Development. 
H2: There is a positive relationship between the successful implementation of 
Change Management and Human Development. 
H3: There is a positive relationship between Skills Development and Human 
Development. 
H4: There is a positive relationship between Wisdom and Human Development. 
H5: There is a positive relationship between Values Alignment and Human 
Development.  
H6: There is a positive relationship between Spiritual Intelligence and Human 
Development.  
H7: There is a positive relationship between Outside Advice and Human 
Development. 
H8: There is a positive relationship between Emotional Intelligence and Human 
Development. 
H9: There is a positive relationship between Cultural Intelligence and Human 
Development.  
H10: There is a positive relationship between Succession Planning and Human 
Development. 
H11: There is a positive relationship between Leadership Development and the 
perceived success of Emotional Intelligence Training. 
H12: There is a positive relationship between the successful implementation of 
Change Management and the perceived success of Emotional Intelligence 
Training. 
H13: There is a positive relationship between Skills Development and the perceived 
success of Emotional Intelligence Training. 
H14: There is a positive relationship between Wisdom and the perceived success of 
Emotional Intelligence Training. 
H15: There is a positive relationship between Values Alignment and the perceived 
success of Emotional Intelligence Training. 
H16: There is a positive relationship between Spiritual Intelligence and the perceived 
success of Emotional Intelligence Training. 
H17: There is a positive relationship between Outside Advice and the perceived 
success of Emotional Intelligence Training. 
18 
H18: There is a positive relationship between Emotional Intelligence and the perceived 
success of Emotional Intelligence Training. 
H19: There is a positive relationship between Cultural Intelligence and the perceived 
success of Emotional Intelligence Training.  
H20: There is a positive relationship between Succession Planning and the perceived 
success of Emotional Intelligence Training. 
H21: There is a positive relationship between Human Development and the perceived 
success of Emotional Intelligence Training. 
1.7.3 Proposed conceptual model 
The process of theoretical model construction, according to Jaccard and Jacoby 
(2010:28) can be described as “conceptualising systems and converting them into 
symbolic expressions”. A theory can be defined as “a set of statements about the 
relationship(s) between two or more concepts or constructs” (Jaccard & Jacoby, 
2010:28). Various definitions of models exist; but for the purpose of this research, a 
model will be described as “simplified versions of theories” (Jaccard & Jacoby, 
2010:28).  
A literature study was used to develop the proposed theoretical model in Figure 1.2 
on page 19. The conceptual model illustrates how the independent variables are 
expected to interrelate with the dependent variables. These are, firstly: The Perceived 
Success of Emotional Intelligence training for sustainable executive leadership 
development in South Africa; and secondly, Human Development. The perceived 
independent variables include: Leadership Development, Change Management, Skills 
Development, Wisdom, Values Alignment, Spiritual Intelligence, Outside Advice, 
Emotional Intelligence, Cultural Intelligence and Succession Planning. 
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Figure 1.2: Proposed Theoretical Model 
 
 
Source: Researcher’s own construction (2016) 
1.8 SCOPE OF THE STUDY 
The focus of the study is primarily on the delimited scope of the South African 
executive leadership, both in public office and private enterprise. Although the 
geographical scope involves South Africa, various international experts in the field of 
emotional intelligence, executive leadership, human development and training 
facilitators were targeted, as part of the sample population. Extra effort was maintained 
to ensure that the research population was representative of the South African 
demography that included senior and executive leaderships without any bias towards 
culture, religion or gender consideration.  
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A sample size of 350 participants was envisaged to accommodate the “model-fit” 
approach of the proposed SEM process (Hoyle, 2012:161). Small sample sizes 
increase the risk of participants being identified (Hoyle, 2012:192). The overwhelming 
leadership literature formed the basis of the secondary research; as it is discussed in 
Chapters 2, 3 and 4. Various examples were cited, suggesting that the field of 
leadership development is an under-researched area (Bunker et al., 2010; Goldsmith 
et al., 2003:1; Passmore, 2010:2). 
1.9 DEFINITIONS OF CENTRAL CONCEPTS  
Amidst a variety of definitions and frameworks, the following key concepts are briefly 
outlined, which serve as a “building-block” effect. Chapter 2 deals with human 
development, executive leadership and traditional leadership theories. Chapter 3 
focuses on new paradigm leadership approaches, based on emotional intelligence 
theories and the literature. Chapter 4 deals with development and the training of 
emotionally intelligent executive leaders. 
1.9.1 Human development 
Human development is multi-dimensional; and it requires a holistic approach to 
understand the integrative and interconnectedness of all its components. Human 
development is one of two dependent variables of this research. The required multi-
facetted approach is also proposed by the United Nations (UN) and the South African 
Human Development Report of 2003 (Adelzadeh & Ohiorhenuan, 2003:2).  
In general, the following aspects constitute human development: “basic human 
functional capabilities, axiological categories, dimensions of well-being, universal 
human values, quality-of-life domains, universal psychological needs and basic 
needs” (Barak & Hacker, 2012:vii). 
The selection of a suitable definitive framework followed a comprehensive literature 
review that entailed a primary research and a secondary research process (Collis & 
Hussey, 2014:226). For the purposes of this study, Vrbensky’s (2014:3) definition was 
selected, based on the relationship with this study’s research question and focus. 
According to Vrbensky (2014:3), human development is a “…developmental pattern 
that puts people as its ultimate objective. People’s wellbeing, and not the achievement 
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of a high level of gross domestic product, is the ultimate purpose of human 
development”. 
1.9.2 Leadership 
Various definitional frameworks of leadership will be discussed, based on the following 
different concepts of leadership. According to Yukl (2013:7), leadership is a process 
of “influencing others to understand and agree about what needs to be done, and how 
it can be done effectively, and the process of facilitating individual and collective efforts 
to accomplish the shared objectives”. Global leadership is “an emerging class of 
professionals that are adept at operating in international and multicultural contexts” 
(Financial Times, 2016). Two forms of ineffective leadership include: Toxic Leadership 
that involves an autocratic leadership style based on mis-trust and an over-emphasis 
of the need to be in control (Stout-Rostron, 2014:30).  
Destructive narcissistic leadership occurs when behaviour is “driven by unyielding 
arrogance, self-absorption, and the personal egotistic need for power and admiration” 
(Stout-Rostron, 2014:30). 
Goldsmith et al. (2003:1) contend that past executive leadership models provide little 
guidance to future executive models, in the light of changing global factors. Goebel 
(2013:12) describes executive leaders as organisational leaders, who function in 
senior leadership positions. For the purposes of this study, executive leadership 
functions in senior leadership positions that are categorised, according to the so-called 
C-suite levels, which involve Chief Executive Officer (CEO), Chief Financial Officer 
(CFO), Chief Information Officer (CIO) and Chief Learning Officer (CLO) (Goebel, 
2013:12). 
1.9.3 Emotional intelligence based leadership 
Emotional intelligence is concerned with the capacity to reason with emotions and 
emotional signals, including using emotional intelligence to enhance thinking 
processes (Mayer, Salovey & Caruso, 2001:2; Hughes, Patterson & Terrell, 2005:12). 
In blending leadership with emotional intelligence, based on a multi-year study started 
in 1997, Goldsmith et al. (2003:xxi) and various leadership scholars, such as Bunker 
et al. (2010:4) argue that global leadership requires “a new set of competencies 
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blended with the wholeness of emotional experiences”. In pursuit of Goleman’s 
(2003:xxi) notion of emotional intelligence and blended wholeness, the overarching 
three-tier nexus of emotional intelligence, executive leadership and human 
development was selected to attain this study’s objectives. 
A new leadership paradigm, based on emotional intelligence involves the “abilities to 
use human skills to build a culture of performance, trust and collaboration” (Daft, 
2008:35). Avolio (2007) and Yukl (2010) claim that leadership can no longer simply be 
described “as an individual characteristic of difference; but it is rather depicted in 
various models as dyadic, shared, relational, strategic, global, and a complex social 
dynamic”.  
Within the framework of emotional intelligence-based leadership, the following 
leadership approach formed the bases of this study. Firstly, Integrative leadership is a 
dynamic emerging leadership approach, based on collective action in a boundary-less 
environment to achieve the common good (Crosby, 1999). Secondly, Authentic 
leadership is generally viewed as “the opposite of the selfish and self-serving 
portrayals of corporate greed that dominate the headlines” (Rowe & Guerrero, 
2011:289). Thirdly, Servant leadership involves an ethical and value-based leadership 
style, where the leader prioritises serving others (Peltier, 2010:26).  
Fourthly, Gender-based leadership was primarily addressed within Myer’s (2011:11) 
experience and description as “very hard to arrive at, very painful. It is not a basket of 
tricks and skills. It is the quality, character and courage of the person, who is the 
leader. It’s a matter of ethics and moral compass, the willingness to remain highly 
vulnerable”. 
1.9.4 Developing and training emotionally intelligent leaders 
May (2010:34) and Mathews (2006) pose a critical question relevant to this study 
about the unanswered phenomenon of why global executive leadership failures occur 
at an alarming rate – despite all the leadership research, training and development. 
Based on the nested-levels approach, “the what” and “the how” questions of 
leadership development, in order to address and attain the research question and 
objectives, were followed (Weiss, 2004).  
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The training challenges, strategies, approaches, emotional intelligence-based 
curricula and training methods for developing executive leaders were addressed. 
According to Passmore (2010), leadership development is primarily centered on 
“facilitating learning and unlearning”. Leadership training is about changing the inner 
self of the leader, which Passmore (2010) describes as “sacred territory”; because it 
reflects on “personal thinking, feeling, and intention”. Jensen (2008:135) contends that 
leadership development – from a business perspective – involves transforming 
“human, social and intellectual capital into financial capital”.  
Executive leadership development involves developing innovative capabilities, 
transforming tacit knowledge into explicit knowledge, in order to increase profits or 
shareholder value (Easterby-Smith & Lyles, 2003; Jensen, 2008:135). 
In developing the next generation of executive leaders within the framework of 
emotional intelligence, Goldsmith et al. (2003:15) proposed the required attributes for 
global leaders as, “self-confidence, striving to achieve personal excellence, 
demonstrating ethical behaviour, creating and communicating a clear vision, treating 
people with respect and dignity, and understanding the impact of globalisation. The 
emergence of new concepts to accelerate executive leadership development holds 
great potential – not only in South Africa – but also for developing executive leaders 
on the African continent, as per research question number 9.  
Some of the new concepts involve technology-based leadership training that involves 
virtual learning, global classroom, simulation, and role-play training that includes 
experiential learning, in SA, but also on the African continent. The second new concept 
is e-Leadership, which is a social influence process mediated by Advanced 
Information Technology (AIT) to produce a change in attitudes, feelings, thinking, 
behaviour and/or performance with individuals, groups and/or organisations (May, 
2010:46). 
1.10 STRUCTURE OF THE THESIS  
The structure and relationships between the chapters of this thesis are depicted in 
Figure 1.3. Thereafter a brief summary of the afore-mentioned chapters follows.  
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Figure 1.3: Chapter flow and interconnectivity 
 
Source: Researcher’s own construction (2016) 
Chapter 1: Introduction. This chapter serves as an introduction and orientation to 
the theories of human development, emotional intelligence and executive leadership 
development. The chapter also presents the purpose, objectives and hypotheses of 
the research. The demarcations of the field of study, as well as certain key concepts 
are defined in this chapter. 
Chapter 2: Leadership approaches and theories to enhance human 
development. This chapter discusses the essence and challenges of human 
development and executive leadership towards sustainability. Global trends, crises 
and examples set the basis to evaluate leadership practices in SA. The concept, role, 
profile, challenges and solutions of executive leadership are analysed – before 
embarking on leadership theories and models.  
Chapter 3: Emotional intelligence-based leadership: Chapter 3 deals with the 
complexity of emotional intelligence and executive leadership development. Global 
crises, including leadership failures on the African continent, as well as in South Africa, 
are discussed. The value, impact and contribution of emotional intelligence in 
leadership development are discussed in some detail. 
25 
Chapter 4:  The developing and training of emotionally intelligent executive 
leaders: Chapter 4 deals with emotional intelligence, as the core ingredient of 
successful leadership development, including the challenges of training executive 
leaders. Various strategies and approaches are analysed, before presenting a 
proposed emotional intelligence-based curriculum. The final part deals with training 
methods, including technology-based leadership development; and it concludes with 
a discussion on the challenges and problems in developing future executive leaders.  
Chapter 5:  A theoretical model of emotional intelligence training for executive 
leadership in South Africa: Chapter 5 presents the proposed theoretical model of 
the perceived success of executive leadership development by means of emotional 
intelligence training. The selected variables, which are hypothesised to influence 
sustainable executive-leadership development, are dealt with here. The dependent 
and independent variables present in the model are discussed, as well as the 
hypothetical relationships.  
Chapter 6: Research methodology: Chapter 6 focuses on the research design and 
methodology of the research. The chapter describes the studied population, the 
method of data collection, the sampling technique, and the design and administration 
of the questionnaire survey. The pilot study, as well as the data-analysis methods 
implemented, are also described. 
Chapter 7: Empirical results and interpretations: Chapter 7 reports on the 
empirical results, their reliability, and the validity assessments of the measurement 
instruments used for this research. The chapter also presents the results of the 
empirical assessments of the various factors impacting on the perceived success of 
the proposed emotional intelligence training model. 
Chapter 8: Summary, conclusions and recommendations: Chapter 8 presents a 
summary of the study, including the conclusions and limitations of the study. The 
chapter concludes with a section detailing specific recommendations suggested to 
ensure sustainable executive leadership development in South Africa. 
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1.11 SUMMARY 
The global leadership crises and human development challenges have been 
presented in Chapter 1. The research problem, with the associated research 
objectives and secondary questions and objectives were discussed. Based on the 
literature, the proposed contributions and beneficiaries of this study were identified 
and discussed. The discussion of the research methodology included the relevant 
research paradigm and the data-collection methods, as well as the data-analysing 
procedures.  
A brief overview and motivation for using Structural Equation Modelling was 
presented.  The framework, scope, limitation and a brief reference to the central 
concepts were also discussed. Finally, the hypothesised relationships and conceptual 
model were proposed. 
The concept of emotional intelligence is a relative new theory in executive leadership 
development (Singh, 2009:257). Global and stakeholder pressures to perform amidst 
a declining economic environment often result in executive burn-out, mental 
breakdown or premature death – with devastating consequences (Singh, 2009:257). 
Some of the core challenges facing executive leadership include the pressure to 
perform, the time available to be trained, and the high cost of sacrifice on family and 
social life. An emotionally mature executive can, however, as in the case study of Coca 
Cola Atlanta, lead the organisation to out-perform, out-manoeuvre and out-last  many 
of its rival companies – while maintaining a well-balanced family life and creating a 
legacy of human development (Isdell & Beasley, 2011). 
The global leadership crises and challenges, supported by examples of poor executive 
leadership performances, were highlighted. Various authoritative references to the 
absence of, or ineffective training models for executive leadership development were 
documented, including the fact that leadership development, from an emotional 
intelligence perspective is under-researched. The objectives of this study is to develop 
a practical, easy-to-implement emotional intelligence outcome-based training model 
for executive leaders, based on “self-science” and “self-leadership’ development – 
before embarking on the treacherous and costly road of financial and corporate 
success and good governance.  
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The underlying golden thread of this study can be described as a three-stranded cord, 
consisting of human development, emotional intelligence training and executive-
leadership development.  
Chapters 2 to 4 contain an extensive literature study and focus on contemporary 
theories and approaches concerning the field of study. Chapter 2 deals with the 
concept of human development in providing a framework for executive leadership to 
enhance human development. The challenges, crises and opportunities for human 
development and executive leadership are also discussed. The final part of Chapter 2 
deals with some of the leadership theories.  
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CHAPTER 2 
LEADERSHIP APPROACHES AND THEORIES TO ENHANCE HUMAN 
DEVELOPMENT 
“Seasoned executives are intensive learners. Additionally, learning is a skill, a mentality that we 
barely understand. Leaders must be almost relentlessly able to move things along in a complex 
system. In their vast arena of continual learning, it is useful to look for five basic qualities, realities, 
and concerns: purpose, drive, people, permanent white water, and messiness.” 
Bunker et al. (2010:43) 
2.1 INTRODUCTION 
The overarching three-tier cordial nexus in this study involves emotional intelligence 
training, as the binding fibre for executive leadership to enhance human development. 
This chapter seeks to identify the fundamental drivers required to enhance human 
development through the process of developing executive leaders. Economic 
prosperity and business both face complex global challenges and unprecedented 
demands for effective, ethical, and excellent executive leadership that positively 
impact on human development. Integrating economic success with global human 
development challenges requires emotionally mature executive leaders with a shared 
vision of leadership excellence to guide executive selection, education and 
development within an accountable governance framework. 
The domain of executive leadership is largely influenced and shaped by globalisation 
and the demands for effective leadership, as a response to human-development goals 
and global executive leadership failures (Gutiérrez, 2015). According to the World 
Bank International Monetary Fund (IMF), and other global governing and guardian 
bodies such as the World Bank, the scope and responsibilities of global and executive 
leaders should be aligned accordingly (Sparke, 2012).  
Scholarly consensus calls for a new breed of leadership and stronger global 
governance towards human development (Cann, 2015). The scope of global leaders 
is extended in a boundary-less collective responsibility to enhance human 
development in developed and less-developed countries (Van der Heijden & Bouyé, 
2015). This responsibility includes addressing subsidiaries to oversee and intervene 
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in destructive forms of government that are detrimental to human development 
(Gutiérrez, 2015). Simultaneously, in academia, the study of development theory has 
experienced an emergence of cross-disciplinary studies, an awakening and new 
focus, based on a global inter-connectedness and social responsibility between 
developing and less-developing countries (Sumner & Tribe, 2008:760). The changing 
landscape of development theories and leadership theories was primarily the 
consequence of global-market integration, ethical governance and human rights 
violations, together with the calls for democratic leadership.  
The drivers behind the integrative process include universal environmental challenges 
and global warming, spiralling conflict and global terrorism, consumerism and a 
collective response from global leadership (Kamau & Donoghue, 2015:3). 
This chapter consists of three parts, namely: global human development challenges 
and goals, the role, impact and challenges of executive leadership and traditional 
prominent leadership theories. 
2.2 A HOLISTIC APPROACH TO HUMAN DEVELOPMENT  
Human development is multi-dimensional; and it requires a holistic approach to 
understand the integrative and interconnectedness of all its components. Human 
development is one of two dependent variables in this research. The required multi-
facetted approach is also proposed by the United Nations (UN) and the South Africa 
Human Development Report of 2003 (Adelzadeh & Ohiorhenuan, 2003:2). In general, 
the following aspects constitute human development: “basic human functional 
capabilities, axiological categories, the dimensions of well-being, universal human 
values, quality-of-life domains, universal psychological needs and basic needs” (Barak 
& Hacker, 2012:vii).  
The above-mentioned aspects form part of the core aspects of this thesis relating to 
emotional intelligence and executive leadership. 
2.2.1 The roots of human development in economic leadership 
The concept of economic activity to enhance human development can be traced back 
to Aristotle in the 4th century BC. Aristotle (Alkire, 2010:38) distinguished “between a 
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good political arrangement and a bad one” by measuring success and failures in 
enabling people to lead what he called “flourishing lives”. Aristotle also referred to 
economic gain as, “Wealth is evidently not the good we are seeking, for it is merely 
useful and for the sake of something else.” 
Leading quantitative economists who emphasise people’s well-being and prosperity, 
as a result of successful economics include: William Petty, François Quesnay, Nicolas 
de Condorcet and Arthur Cecil Pigou (Alkire, 2010:38). Alkire (2010:37,38) points out 
that the founders of modern economics focus on people’s well-being as the objective 
of economic activity. This theme is also apparent in the work of Adam Smith, David 
Ricardo, Karl Marx and John Stuart Mill. Smith, in 1863, expressed concern for equity, 
claiming that: "No society can surely be flourishing and happy, of which the far greater 
part of the members are poor and miserable" (Alkire, 2010:38).  
The overall core human-development objectives that economists, political leaders, 
citizens and activists have acknowledged across time include, and are characterised 
by, three themes (Alkire 2010:39). The three themes are: People’s well-being and 
freedom, focusing on expanding people’s real freedoms, enabling people to flourish. 
The agency that supports people and groups has traditionally focused on developing 
self-help orientations. Justice, which expands well-being and serves as an agency to 
enhance equity, sustainability, developing respect for human rights, counter 
environmental destruction and adherence to the norms and goals of a society (Alkire 
2010:39). 
2.2.2 Defining human development from a global perspective 
According to the United Nations Development Programme 2015 (UNDP, 2015:2), 
human development is “a process of enlarging people’s choices, as they acquire more 
capabilities and enjoy more opportunities to use those capabilities”. The 
comprehensive approach followed by the UNDP (2015) is much broader than previous 
approaches; and it serves as both a process and an outcome, with human 
development as the objective.   
Although economic growth is central to human development, the development of 
people through building human capabilities and active participation to improve their 
lives is the main goal (UNDP, 2015:2). The Human Development Index (HDI) was 
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used as a measuring instrument for the UNDP 2015. Additional indices were also used 
to measure the extent of inequality, comparing female and male HDI values and 
measuring women’s empowerment. The Multi-dimensional Poverty Index measuring 
the non-income dimensions of poverty were also used (UNDP, 2015:3). 
The United Nations Organisation’s core challenge for human development is 
sustainability (Adelzadeh & Ohiorhenuan, 2003:2). Sustainable development requires 
that present needs do not compromise future generations’ needs (Gutiérrez, 2015; 
United Nations Economic Commission for Africa, 2012:4; Adelzadeh & Ohiorhenuan, 
2003:2; Yudhoyono, Sirleaf & Cameron, 2013). According to the Sustainable Society 
Index 2014, both Human Development and Economic Wellbeing have increased over 
the past 8 years; while the Environmental Wellbeing scores drastically declined (Van 
de Kerk, 2015).  
It is important to note that the issues pertaining to human development included 
aspects, such as “water, sanitation, energy, health, agriculture and biodiversity” 
(Adelzadeh & Ohiorhenuan, 2003:2).  
The following general definitions and approaches to human development are relevant 
in the underlying thread of focusing on human empowerment. 
 The HDI 2015 identified the three dimensions of human development as leading 
a long and healthy life, the ability to acquire knowledge, and the ability to 
achieve a decent standard of living (UNDP, 2015:2);  
 According to the Arab Human Development Report (Brown, 2002), human 
freedom is the common denominator, and mutually reinforcing for human 
development;  
 Enlarging people’s freedom, according to their values is a core element of 
human development. Human development is people-centered; and in practice, 
it empowers people to engage actively in development. Freedom is regarded 
as a powerful means to identify and pursue opportunities (Alkire, 2010:44); 
 Human development can be simply defined as enlarging people’s choices 
(Brown, 2002:18); 
 Human development encompasses additional choices and goals, processes 
and outcomes that are highly valued by people, ranging from political, economic 
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and social freedom to opportunities for being creative and productive, and 
enjoying personal self-respect and guaranteed human rights (Brown, 2002:18); 
 People are the real wealth of a nation. The basic objective of development is to 
empower people, based on the notion that people are the real wealth of a 
nation. People are often excluded in the immediate concern with the 
accumulation of commodities and financial wealth (Alkire, 2010:4), and 
 Human development is, moreover, concerned not only with the satisfaction of 
basic needs, but also with human development, as a participatory and dynamic 
process. It applies equally to less-developed and more-developed countries 
(Alkire, 2010:5). 
The following tabulator summary, Table 2.1, illustrates the central themes the United 
Nations pursued in the period 1990 to 2009, as documented in Human Development 
Reports (Alkire, 2010:13). The period following 2009 is covered by the 2011 State of 
the Future Millennium Project’s core human development challenges as well as the 
2015 United Nations Human Development Report and the Post 2015 Human 
Development Report (Adendorff & Collier, 2015:4; UNHD, 2015; Kamau & Donoghue, 
2015). The question that arises in this study is: What role can executive leadership 
development play to successfully enhance the identified central themes of human 
development?   
Table 2.1: Central themes of United Nations annual reports: 1990 – 2009 
1990 a process of enlarging people’s choices 
1991 to increase people’s choices 
1992 process of enlarging people’s choices 
1993 involves widening [people’s] choices 
1994 to create an environment in which all people can expand their capabilities 
1995/9 process of enlarging people’s choices 
2000 a process of enhancing human capabilities 
2001 expanding the choices people have to lead lives that they value 
2002 about people, about expanding their choices to lead lives they value 
2003 to improve people’s lives by expanding their choices, freedom and dignity 
2004 
process of widening choices for people to do and be what they value in 
life 
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2005 
about building human capabilities—the range of things that people can 
do, and what they can be 
2007/8 
about expanding people’s real choice and the substantive freedoms – the 
capabilities – that enable them to lead lives that they value 
2009 expansion of people’s freedoms to live their lives as they choose 
Source: Alkire (2010:13) 
A second observation, after analysing the central UNHDR (Alkire, 2010:13) themes is 
the various dimensions over the period 1990 to 2009 that closely relate to the central 
elements of emotional intelligence and executive leadership, in order to enhance 
human development, based on a comprehensive literature review. Table 2.2 illustrates 
a list of specific themes identified in each primary statement of annual human 
development reports for the mentioned period. 
Table 2.2: Specific themes of annual human development reports: 1990 - 
2009 
Dimensions 90 91 92 93 94 95 96 97 98 99 00 01 02 03 04 05 07 09 
Knowledge X X X X X X X X X X X X X X X X X X 
Resources X X X X X X X X X X X X X X X X X X 
Political freedom X X      X       X   X 
Human Rights X     X  X  X X        
Self-Respect X     X   X X X        
Physical 
environment 
X X X  X              
Action & 
Expression 
freedom 
  X                
Participation    X X        X      
Human Security     X  X            
Political, Social & 
Econ- 
omic Freedom 
     X  X X X         
Being creative      X  X X X X        
Being Productive      X  X X X X        
Freedom       X X           
Democracy       X            
Dignity & 
Respect 
       X           
Empowerment         X  X        
Sense of 
belonging 
        X X X        
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Dimensions 90 91 92 93 94 95 96 97 98 99 00 01 02 03 04 05 07 09 
Security           X       X 
Sustainability           X        
Political & civil 
freedoms 
            X      
Cultural liberty               X    
Social & Political 
partition 
               X   
Civil & Political 
Rights 
                X  
Source: Alkire (2010:14) 
The list of dimensions is indicative of central themes over a number of years; and it is 
not exhaustive of all the factors related to human development. The relevance of using 
the UNHDR (Alkire, 2010:13) as a framework is that it has a “rich tradition of underlying 
consistency”, which Alkire (2010:37) claims is “living and not classified” and therefore 
not cast in static words of cement. Using the funnel effect to further prioritise and 
narrow down the variety of human development challenges for this study, the 2011 
State of the Future Millennium Project proposed 15 core human development 
challenges that were used (Adendorff & Collier, 2015:4).  
The 15 core global human development challenges are presented in Figure 2.1.  
Figure 2.1: Global human development challenges 
 
Source: Adendorff & Collier (2015:4) 
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In accordance with this study’s notion of integrative and collective leadership, the 
identified 15 core challenges are “transnational in nature and trans-institutional in 
solution” (Adendorff & Collier, 2015:4). Collective global leadership requirements 
involve governments, international organisations, academic institutions, corporations 
and business, non-governmental organisations and “creative individuals” The 
identified 15 core challenges provide a framework for this study, which is also closely 
related to emotional intelligence, including other related aspects applicable for 
executive leadership development.  
2.2.3 Post-United Nations Human Development Report 2015 
Following on the 2015 United Nations Human Development Report (UNHD, 2015), 
Van der Heijden and Bouyé (2015) proposed amendments, which were accepted and 
incorporated in the Post-UN 2015 Human Development Report entitled “Transforming 
our world: the 2030 agenda for global action (Kamau & Donoghue, 2015). Final draft 
of the outcome document for the UN Summit to adopt the Post-2015 Development 
Agenda” (Kamau & Donoghue, 2015). Significant to this study, is the request of Van 
der Heijden and Bouyé (2015) for an integrative approach towards “people, planet and 
prosperity, and hence, peace, through partnership (Five Ps)’’. The integrated approach 
provides a framework that includes nine objectives, 17 sustainable development goals 
(SDGs) and 169 identified targets in the “Five Ps” areas (Kamau & Donoghue, 2015). 
The “Five P” areas, including a brief description, are depicted in Table 2.3.  
Table 2.3: Critical focus areas of UN 2015 report 
Key 
themes 
Descriptions 
People Empower all humans to reach their full potential 
Eradicate poverty, hunger and malnutrition 
Promote human dignity & health & quality education 
Combat inequalities among countries 
Promote gender equity & ensure water and sanitation  
Planet Respect & safeguard & protect the planet for present & future needs 
Conserve and sustain oceans and seas & fight climate change 
Protect and restore ecosystems & reduce disaster risks 
Combat desertification, land degradation & biodiversity loss 
Promote safe and inclusive cities and human settlements 
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Key 
themes 
Descriptions 
Prosperity Empower productive & fulfilling lives, social & technological progress 
Ensure inclusive & sustainable economic growth & employment for all 
Foster shared prosperity and sustainable lifestyles worldwide 
Promote sustainable industrialisation, agriculture and infrastructure 
Access to affordable modern energy 
Peace Create peaceful & harmonious societies, free of fear & violence 
Foster peaceful, safe and inclusive societies 
Strengthen governance and institutions at all levels 
Equal access to justice & protect human rights of all humans 
Partnership Create an effective global partnership for sustainable development to 
embrace all countries & stakeholders 
Global partnership to mobilise required means for implementation 
Engage spirit of strengthening global solidarity & support including the 
needs of the poorest & most vulnerable 
Source: Kamau and Donoghue ( 2015) 
The Post-2015 UN Report (Kamau & Donoghue, 2015) highlights the fact that the 
majority of global leaders adopted the report as a global action plan and agenda 
towards 2030 for sustained human development. The significance is that the Post- 
2015 UN Report, as well as the UNHD 2015 report is the focus-blueprint plan involving 
executive global leaders from all the countries, to advance and enhance human 
development for the next 14 years. Additionally, it includes all elements of human 
development. The essence of the “2030 Agenda for Global Action” (Van der Heijden 
& Bouyé, 2015) plan is captured in the Post-2015 UN Report (Kamau & Donoghue, 
2015), a statement claiming that:  
Never before, have world leaders pledged common action and endeavour 
across such a broad and universal policy agenda. We are setting out together 
on the path towards sustainable development, devoting ourselves collectively 
to the pursuit of global development and of “win-win” co-operation, which can 
bring huge gains to all countries and all parts of the world (Van der Heijden & 
Bouyé, 2015:3). 
The following key themes and phrases relevant to this study’s research question and 
objectives relating to the role of “emotional intelligence training and executive 
leadership” were selected from the comprehensive UNHD 374-page report. A shared 
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responsibility to ethical global citizenship; transformational visions and goals; 
integrated balance to economic; social and environment; quality education and health 
care and social protection focused on the physical; mental and social well-being; 
international cooperation and access to technology; innovation and enhanced 
knowledge-sharing; global technology facilitation mechanism; sustained economic 
growth and shared prosperity. The following three statements and references in the 
Post-2015 UN Report (Kamau & Donoghue, 2015:3,18,20) are the closest and most 
pertinent direct link to this study, namely: the verbatim statement of “global inter-
connectedness has great potential to accelerate human progress”; the reference of 
using innovative technology to “enhance knowledge sharing”; and gender equality are 
key concerns in this unique report.   
The Post-2015 UN Report (Kamau & Donoghue, 2015) also overlaps with previous 
themes and identified areas in both the afore-mentioned timeframes of 1990 to 2009 
documented in Human-Development Reports (Alkire, 2010:13); and the 15 primary 
global challenges, as suggested by the State of the Future Millennium Project 2011 
(Adendorff & Collier, 2015). 
An extensive analysis of the themes, phrases and concepts of the Post-2015 UN 
report (Kamau & Donoghue, 2015) revealed only three references pertaining to the 
phrases “emotional” and “leadership”. The only reference to the phrase “leadership” 
was identified on page 164 and was under the title “The Self-Employed Women’s 
Association” referred to in Box 6.8 (Kamau & Donoghue, 2015:3,164). Reference to 
the word “emotional” was identified on page 38 in the context of the effects of violence 
pertaining to “takes a direct toll on physical and emotional health”; and on page 261 in 
fine printed format of Table 14 referring to “Includes forms of emotional violence” 
(Kamau & Donoghue, 2015:261). No reference to the phrases “leadership 
development”, “executive leadership” or “emotional intelligence” could be identified in 
either, the Post-UN 2015 report (Kamau & Donoghue, 2015), or in the Human 
Development Report 2015 (UNHD, 2015). 
The significance of the analysis without any reference to the three central aspects of 
this study could either be a matter of grave concern; or it could afford the opportunity 
to fill the gap by contributing to the body of knowledge. The logical assumption can be 
argued that very few of the identified nine objectives and 17 sustainable development 
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goals proposed in the UN Human Development 2015 (Kamau & Donoghue, 
2015:3,18,20) report can be successfully achieved and sustainably maintained, 
without addressing the role of executive leaders, executive leadership development, 
leadership-succession planning and emotional intelligence training.  
According to Naidoo (2015), the average age of the 10 most-developed countries’ 
global leaders is 52 years, compared with the average age of 78.5 years of Africa’s 
oldest leaders. Zimbabwean President Robert Mugabe is 91-years old. Naidoo (2015) 
argues that ageing leaders are often intractable and “set in their ways” and beyond 
reproach. Ageing leaders often reject new ideas with arrogance, especially when 
coming from younger people (Naidoo, 2015). Given the average age of ageing 
executive leaders and the timeframe of 2030 envisaged by the UN Human 
Development 2015 Report, Kamau and Donoghue (2015) argue that for goal 
attainment, this study fits the notion of Babbie (2016:495) and Cooper and Schindler 
(2011:359) regarding a research project’s relevance of the timeous application of the 
data.  
Furthermore, the following factors presented in the UN Human Development 2015 
Report (2015:3) entitled: “Work and human development are synergistic” are related 
to this study. These factors include human development, which is a dependent 
variable of this study, as well as sub-themes or elements of independent variables of 
this study, namely: “Women’s empowerment, participation, recognition, creativity and 
innovative choice, human capital, knowledge and skills, awareness and health”.  Some 
of the factors are discussed in the following factors; while creativity is discussed in 
detail in Chapter 4. 
2.2.4 Defining human development in terms of emotional intelligence 
The selection of a suitable definitive framework followed a comprehensive literature 
review that entailed a primary research and a secondary research process (Collis & 
Hussey, 2014:226). In an attempt to narrow down to a working definition of human 
development, Vrbensky’s (2014:3) definition was selected for this study; since that 
defines human development as: “a developmental pattern that puts people as its 
ultimate objective. People’s wellbeing, and not the achievement of a high level of gross 
domestic product, is the ultimate purpose of human development”.  
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The definition provides a focused framework highlighting the integrative approach that 
leaders could strive towards focusing on the key element of emotional intelligence 
pertaining to “people’s wellbeing” and simultaneously addressing the core themes of 
human development as identified in the Post-2015 Development Agenda (Kamau & 
Donoghue, 2015). Although a narrow definition putting people at the focus of human 
development was selected, cognisance should be taken that human developmental 
progress in societies is generally measured by economic growth and by the Gross 
Domestic Product (GDP) per capita (Sama & Shoaf, 2008).  
2.3 A GLOBAL VIEW OF LEADERSHIP 
The three tiers of leadership for this study involve a general leadership approach, 
global leadership and executive leadership. In some ways, both global and executive 
leadership, by definition, require similar competencies and leadership traits. Global 
leadership, however, has a broader perspective and different requirements, based on 
the responsibilities and implications of the level of influence, their decisions and 
behaviour. The scope of this study includes executive leadership in the public, private 
and non-governmental spheres. 
2.3.1 Defining leadership 
Yukl (2013:7) defines leadership as a process of “influencing others to understand and 
agree about what needs to be done; and how it can be done effectively, and the 
process of facilitating individual and collective efforts to accomplish the shared 
objectives". Daft’s (2008:2) and Northouse’s (2010, 2007:3) definitions also highlight 
the importance of influencing others, in order to “achieve a common goal”. House et 
al. (2014:37) emphasise the role of the leader as an individual in defining leadership 
as “the ability of an individual to influence, motivate, and enable others to contribute 
towards the effectiveness and success of the organisations of which they are 
members".  
Daft (2008:4) highlights the significance of relationships and change by referring to 
leadership as an influential relationship between leaders and followers – with a shared 
purpose, in order to institute change. As part of the new class leadership theories that 
include a transformational and charismatic leadership approach, Figure 2.2 provides 
a graphical display of elements in Daft’s (2008:4) leadership definition. The elements 
40 
are of particular significance; because Daft (2008:5) notes that leadership is reciprocal 
in most organisations, where leaders influence their followers and vice versa. 
Figure 2.2: Elements that influence relationships between leaders and 
followers 
 
Source: Daft (2008:5) 
The multi-facetted responsibilities as depicted in Figure 2.2 of effective leadership are 
pointed out by Daft’s (2008:2) reference to the Commander Brad Lee of the United 
States of America Ship (USS) San Antonio. Lee’s approach to leadership provides a 
practical framework of leadership for this study. Lee is a 40-year old naval commander 
of the most technologically advanced amphibious assault vessel ever built in the 
history of mankind (Daft, 2008:2). Apart from leading the personnel, Lee’s extensive 
leadership responsibilities include being in charge of numerous aircraft, fighting 
vehicles and smaller vessels for tactical support to the Marine Air-Ground Task Force 
on land, air and sea (Daft, 2008:2).  
Lee’s leadership perspective is to empower other sailors, rather than pursuing his own 
ambitions. According to Lee, the most outstanding leadership characteristic is self-
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confidence and trust in the team (Daft, 2008:2). Lee’s leadership philosophy is based 
on the key premise that “success is never a one-man mission”. Daft (2008:2) argues 
that when most people are asked to describe successful leaders, they recall great 
historical leaders, such as Abraham Lincoln, Napoleon, and Alexander the Great.  
The rationale of referring to Commander Lee’s leadership approach is that the qualities 
that make Lee a good leader, can be effective, whether one is leading a military unit, 
a basketball team, or a global business (Daft, 2008:2). The same leadership attributes, 
traits and governance are applicable in all facets of leadership, including leading large 
or small organisations, family units, schools, communities, churches, sport teams, 
military units or global institutions and governments (Daft, 2008:2). The significance of 
Daft’s (2008:2) notion of universal leadership traits and governance, including leading 
sports teams, is highlighted by the recent global executive leadership scandal of the 
Fédération Internationale de Football Association (FIFA) involving corruption of $110 
million (Youd, 2014). 
A second significant case-study reference is that of Hesselbein, which is discussed 
under gender-based leadership. Hesselbein is an acclaimed leadership author, 
recipient of a Presidential Medal of Freedom, founding President of Drucker 
Foundation and chairperson of the board of governors of the Leader to Leader Institute 
(Bunker et al., 2010:137). Hesselbein’s (Daft, 2008:19,20) definition describes the 
essence of leadership and the difficulties of becoming the Chief Executive Officer 
(CEO) of the Girl Scouts with a membership of 680 000. The definition emphasises 
the character, ethical consideration and required commitment, which is related to the 
emotional nexus principle in this study as: 
…very hard to arrive at, very painful. It is not a basket of tricks and skills. It is 
the quality and character, and [the] courage of the person, who is the leader. 
It’s a matter of ethics and moral compass, the willingness to remain highly 
vulnerable (Daft, 2008:19,20). 
2.3.2 Defining global leadership 
The study of expatriates primarily aimed at selection, training, cross-cultural training 
and adjustment to foreign countries has contributed to global leadership development 
(Hofstede, 1980). Globalisation broadened the spectrum of characteristics relevant to 
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global leadership (Black, Morrison & Gregersen, 1999; Brake, 1997; Yeung & Ready, 
1995; Maznevski & DiStefano, 2000). The emphasis on global leadership is given in 
this research effort, because of its close relationship and similarity to executive 
leadership. 
Building on the work of Yukl (2006), Collins (2001:26) defines a global leader as: 
an individual who inspires a group of people to willingly pursue a positive vision 
in an effectively organised fashion, while fostering individual and collective 
growth in a context characterised by significant levels of complexity, flow and 
presence. 
According to the Financial Times (2016), global leaders could be described as “an 
emerging class of professionals that are adept at operating in international and 
multicultural contexts”. Global leaders are considered to be a unique breed, with 
identifiable traits.  
Global leaders are naturally curious about the world and interested in people that 
inspire visionary initiatives and organisations that span national boundaries (Financial 
Times, 2016). A fundamental element of global leaders is that they recognise the 
impact of their actions on societies and constituencies. Global leaders demonstrate a 
clear understanding that personal prosperity is dependent upon the prosperity of 
others; and that they, therefore, transform the organisations and societies in which 
they operate (Financial Times, 2016). 
Evidence suggests that global leaders are “not just born; but [they] can be made” 
(Financial Times, 2016). Global leaders are cultivated by anticipating how to create 
solutions to global problems and by demonstrating integrity in problem-solving 
(Financial Times, 2016). Three fundamental characteristics distinguish global leaders 
from others: relating to a global mindset; enabling to connect across boundaries; 
creating new opportunities and solutions through practising global entrepreneurship 
and contributing to societies by means of global citizenship (Financial Times, 2016). 
In support of the afore-mentioned theorists, Useem (1998:53) also contends that 
globalising equity markets demand new leadership skills, which are neither natural nor 
widespread. The unprecedented expansion of institutional cross-border investment 
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requires new executive talents and skills to successfully engage across national 
boundaries. Useem (1998:53) proposed two facets of global leadership, based on 
personal and organisational unique expertise. The proposed two facets of global 
leadership are explained in Figure 2.3. 
Figure 2.3: The proposed two facets of global leadership 
 
 
 
 
 
 
 
 
Source: Useem (1998:53) 
The personal and organisational facets are diagrammed in the upper rectangles of 
Figure 2.3. The lower rectangle displays the authority and expertise that global 
executives acquire in dealing with human resources and financial management. The 
significance of the vested authority is that it provides a platform for leadership in both 
personal and organisational spheres (Useem, 1998:53). Personal leadership involves 
the application of unique expertise and qualities of character; while organisational 
leadership emphasises the global leader’s role of change management and the 
empowering of others. The essence of global leadership is the combined leveraging 
of personal and organisational strengths to achieve far more, rather than focusing on 
one facet only (Useem, 1998:53).  
According to Goldsmith et al. (2003:2), global leadership involves five key factors, 
namely: thinking globally, appreciating cultural diversity, developing technological 
know-how, building partnerships and alliances, and sharing leadership. The 
mentioned five factors are addressed in the next section and in the following chapters. 
Personal Leadership 
Individual qualities brought to or developed on 
the job 
Expertise: Experience, information, technical 
skills 
Character: Vision, integrity, determination 
 
 
 
Organisational Leadership 
Transforming organisations to enhance 
leadership 
Empowerment: Delegating responsibility, 
team building 
Reorganisation: Redesigning, reassigning, 
reassembling 
 
 
 
Powers of the Office: Managed on taking the job 
Power to reward: Hire, praise, assign, promote & raise 
Power to punish: Criticise, reassign, demote & fire 
Power to budget:  Approve, revise, reduce & reallocate 
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2.3.3 Defining executive leadership 
Goldsmith et al. (2003:1) contend that past executive leadership models provide little 
guidance to future executive models, based on changing global factors. Goebel 
(2013:12) describes executive leaders as organisational leaders, who function in 
senior leaderships; and they are categorised by the so-called C-suite of Chief 
Executive officer (CEO), Chief Financial Officer (CFO), Chief Information Officer (CIO) 
and Chief Learning Officer (CLO). According to Andersen (2011:7), the equivalent of 
executive leadership in public office, also commonly referred to as a career executive 
assignment, refers to appointment in a high administrative and policy-influencing 
position within the State civil service.  
The primary responsibility is rendering leadership advice to top-level administrative 
authority. The position also involves top-managerial responsibility in the State service 
with a broad responsibility of policy implementation and participation in policy 
involvement. Based on a literature contextual framework, Blyde (1997:409) highlights 
central themes to define executive leadership, as “shared (agreed upon), consistent, 
clear and easily identifiable, precise, accurate, concise, easily understandable, 
researchable (able to be used by scholars), and practical (able to be used by 
practitioners)” phenomenon.  
Blyde (1997:409) claims that the afore-mentioned definition provides a contextual 
framework to evaluate executive leadership; and it simultaneously provides a 
foundation for leadership development.  
According to “new science” leadership, scholars attempting to define leadership in a 
single definition are misplaced and misguided (Rost, 1991; Clark & Clark, 1990; 
Wheatley, 1992; Blank, 1995; Goldsmith et al., 2003:1). The above-mentioned 
scholars identify leadership as multiple “fields of interaction” and as a relationship 
between a leader and followers that is “interpersonal and not personal” (Blyde, 
1997:409). The empirical work of Blyde (1997) focusing on executive leadership was 
chosen for this study; as it relates to contemporary empirical work, such as that of 
House et al. (2014).  
The major conclusion of Blyde’s (1997:415) empirical study was that transformative 
and charismatic leadership is the predominant and preferred leadership style among 
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executive leaders. The five transformational themes of Roeche, Baker and Rose 
(1989) pertaining to “vision, influence orientation, people orientation, motivational 
orientation and value orientation are similar to the executive responses of “vision, 
people skills, inspire and motivate and character dimensions”, which are related to 
leadership, based on emotional intelligence (Goleman, 1996; 2002; Bradberry & 
Greaves, 2005; 2009; Caruso & Salovy, 2004; Hughes et al., 2005). 
Executive leadership from a non-profit organisation point of view, is that the chief 
executive is seen as the “entrepreneur” of an organisation (Heimovics, Herman & 
Coughlin, 1993:419). The primary responsibility is to constantly adapt to the changing 
nature of an organisation and protect it against threats, and to generate new 
opportunities for development (Heimovics et al., 1993:420). 
Tropman and Wooten (2010:47) distinguish between executive leadership, 
executorship and destructive executive leadership. Executorship involves the 
managerial elements in leading an organisation; while executive leadership is 
concerned with charting a strategic direction. Destructive executive leaderships refer 
to individuals that place the organisation and its people in danger by means of deficient 
or poor leadership practices (Tropman & Wooten, 2010:47).  
In understanding the term executive leadership, the executive part refers to the 
organisational elements, such as “top-team membership”; while the leadership part 
refers to the innovative and inventive elements of the executive leader as an individual 
(Tropman & Wooten, 2010:47). The essence is efficiency in “doing things right”; and 
innovations refers to improving the existing tasks by using creativity. “Production 
quality focus” refers to the combination of efficiency and innovation by executive 
leaders to integrate operational efficiencies with enterprise improvements (Tropman & 
Wooten, 2010:47). 
2.4 THE ROLE OF EXECUTIVE LEADERSHIP IN HUMAN DEVELOPMENT 
Executive leadership is the central leadership theme in this study. It is, however, not 
possible to analyse the importance of the role of executive leadership in enhancing 
human development – without analysing general leadership and the various theories 
and approaches. Global executive leadership failures were introduced in Chapter 1; 
and they provide a framework to understand the complexities and challenges that 
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executive leaders face. The value of contemporary examples of executive leadership 
failures is that it provides a practical element to scholarly thought and leadership 
literature. 
2.4.1 Theoretical perspectives on the levels of analysis of executive 
leadership 
Cosby (2008) highlights the different levels of analysis to study executive leadership. 
From a traditional perspective, organisational executive leaders’ roles are often 
described as strong and “take-charge” leaders (Lipman-Blumen, 1996). Business 
leadership scholars describe the characteristics, styles, and practices of Chief 
Executive Officers (CEOs); while scholars of government leadership often undertake 
a similar analysis of presidents, governors, prominent judges, powerful legislators, and 
top administrators (Van Wart, 2003).  
Scholars focusing on the non-profit and community sectors write about the 
characteristics, styles, and practices of executive directors and social-movement 
leaders (Riggio & Orr, 2004).  
Burns (1978) is generally acknowledged in executive leadership studies for identifying 
relationships between the constructs of “leadership and power”, as well as between 
“leadership and ethics”. According to Cosby (2008), by using the power analysis 
concept of presidents, premiers, social-movement leaders, and dictators, Burns 
(1978) linked a political scientist’s interest in heads of state, a historian’s interest in 
biography, a sociologist’s interest in social movements, and a psychologist’s view of 
adult moral development. From a global perspective, Cleveland (1993, 2002) and 
others focused on the role of executive leadership within global institutions; while 
Shipka’s (1997) contributions to executive leadership in multinational corporations is 
acknowledged by Crosby (1999).  
As early as 1993, Heimovics et al. (1993:419) proclaimed a multiple-frame orientation 
for describing the role of executive leadership in organisations. The framework 
suggests four competing values that affect an organisation’s leadership, change 
processes and performance (Bolman & Deal, 2003). These competing values are: The 
structural frame; the setting of goals to order business; the human-resource frame, in 
which people are viewed as the most valuable asset of the organisation; a political 
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frame to guide conflict resolution skills and to build multi-stakeholder networks; and a 
symbolic frame to establish an agency identity through visions and to accommodate 
the cultural aspects (Heimovics et al., 1993:419). 
Crosby and Bryson (2005) have largely researched the role of leadership in 
transnational citizen organisations (Crosby, 1999). Although various other theorists 
have contributed to executive leadership involvement with leading “high-performance 
teams” and “top teams”, Csikszentmihalyi (1990) and (Zaccaro, 2001) are 
acknowledged for their contributions. The Global Project study of House et al. (2014) 
involving 62 countries, is hailed as “one of the most ambitious recent studies in 
organisational leadership”.  
Based on a recent study involving 5000 senior executives reporting to over 1000 CEOs 
in 1015 organisations in 24 countries, House et al. (2014:xvi) contend that empirical 
research on CEOs is in its “infancy”; and that previous research was directed on 
outcomes and not on the “drivers” of CEO behaviours.  
For the purposes of this research project, executive leadership will be addressed 
within a private and public paradigm.  
2.4.2 The functions of executive leadership 
The leadership responsibilities in the United States Senior Executive Service (SES) 
public service are regulated by the Executive Core-Requirement guidelines 
(Andersen, 2011). According to Andersen (2011), the responsibilities are similar to 
those in the private sector; and they involve visionary leadership, strategic thinking, 
leading change, leading people, results-driven, business acumen, and building 
coalitions (United States Office of Personnel Management, 2010). Note should be 
taken that executive leadership functions are different from the role of senior managers 
in organisations. In a study focused on executive leadership responsibilities, Blyde 
(1997:400) identified the primary responsibilities as: visionary direction; empowering 
others; and that there is “something different about their character, which distinguishes 
them from managers”. 
Significant to this study, the Californian study found that 70% of executives felt that a 
key executive responsibility was to mentor, coach and develop others. The critical role 
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of empowering others is supported by the finding that 72% of executives were involved 
in empowering others on a weekly or daily basis (Andersen, 2011). Expanding on the 
work of Howard and Wellins (2008), House et al. (2014:4) identified the two top critical 
competencies for CEO executives as: “mobilising teams” and “working across 
cultures”. Blyde (1997:393) identified four major executive-leadership responsibilities 
in a comparative-analysis study, based on literature and executive leaders’ 
experience. The key themes involved leaders’ future performance, based on 
organisational cultures, implementing successful change management, visionary 
direction, and to “effectively handle [manage] the people side of the organisation”. This 
is in total alignment with emotional intelligence-based leadership (Blyde, 1997:393). 
Supporting the notion of emotional intelligence development of executive leaders, 
Blyde (1997:393,394) found that 88.9% of executives were aligned with a “voluntaristic 
school” of thought, to empower others by adding value through focusing on people in 
organisations.  
Blyde (1997:394) also found that executive leaders that favour empowerment 
frequently allowed more freedom for individuals to “make their full contribution”. Collins 
and Porras (1994:23; Blyde, 1997) highlight the executive leader’s role to adopt an 
“architectural approach” to implement enduring organisational “traits of visionary 
companies”, in which executives are “clock builders” rather than “time tellers”.  
2.4.2.1 The differential role of managers versus executive leaders 
Because of confusion and the blurred demarcation of responsibilities and roles of 
managers opposed to executive leaders, a clear distinction is necessary (Tropman & 
Wooten, 2010:48). The key difference between managers and executive leaders is 
that managers control and direct people to achieve agreed-on business plans and 
budgets in organisations. Effective executive leaders “lead by example”; they motivate, 
coach and empower others to follow their own plans and innovative ideas. Leaders 
frequently do not “rely on [the] conferred authority of a bureaucratic nature” (Blyde, 
1997:407).  
Leaders focus on positively engaging people’s emotions by building interpersonal 
relationships. Executive leaders “have the ability to make employees at all levels feel 
that they are important, and that their contribution is important”. Blyde (1997:408) 
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notes that the softer emotional interpersonal skills are more significant to executive 
responses than leadership theorists, especially relating to sensitivity and the caring 
aspects of leadership. The overlap between leadership and management was termed 
“managerial leadership” by Yukl (1994). Yukl (1994) differentiates between leadership 
and management by claiming that leaders were oriented towards innovation; while 
managers were oriented towards stability in organisations.  
Based on the tension between management and executive leadership areas of 
responsibility, Tropman and Wooten (2010:48) proposed the “C” approach, which 
highlights the differences – see in Table 2.4. 
Table 2.4: The difference between management and leadership 
responsibilities  
Dimensions Management Leadership 
Characteristics Organised Innovative/inventive 
Competencies 
Routine/reliability executes: 
produces outcomes 
Reorganisation / refocus 
imagines: envisions outcomes 
Conditions Bureaucracy on the dance floor Adhocracy on the balcony 
Context 
Control of environment 
Looks in & down 
Exploitation of environment 
Looks out, up and away 
Change Evolution/transactional Revolution/ transformational 
Collaborations 
Technical / tactical people with 
the builders 
Visionary / strategic people with 
the architects 
Crucibles 
Crises of operation expected to 
lead 
Crises of direction expected to 
manage 
Source: Tropman and Wooten (2010:48) 
2.4.3 Qualities of executive leadership 
Andersen (2011) identified that advanced writing skills, measuring performance and 
organisational goal achievement and implementing new policies, were critical skills for 
executive leadership development. A high level of proficiency in decision-making, 
analytical-thinking skills and advanced mastery proficiency of communication, ethics 
and integrity are necessary (Andersen, 2011:46). Andersen (2011) argues that 
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personal executive involvement is important to define the tasks of management teams, 
and the optimal use of resources to reach organisational goals. Blyde (1997:403-406) 
highlights the results of a comparative analysis between literature definitions and the 
responses of executive leaders, as listed in Table 2.5. 
Table 2.5: Comparison between literature definitions and executive 
leadership responses 
Literature theme Executive response themes 
Differentiated role Role model, set example, decision making 
Personality traits 
Charisma, respect, courage, presence, integrity, honesty, 
moral, ethics, self-confidence, self-knowledge, trust, empathy, 
enthusiasm, performance driven, results orientated, 
commitment 
Behaviour 
People-orientated team skills. Business skills, vision, strategic 
planning, goal orientated, trend analysis, communication, 
listen ability, knowledge of job, change management, problem-
solving 
Initiation  structure Empower, inspire, motivate, indirect vision 
Management 
Results driven, leadership is subset of management, 
leadership is the people side of management 
Compliance Implementers, goals set by leaders 
Influence 
Understand needs, compassionate, empowering, people-
focused, motivation, energy 
Relationship Team-oriented, participative 
Power relation No corresponding category 
Transformation Change management, handle & facilitate change, inspire 
Visionary 
Provide, create & keeper of vision, strategic planning, 
communicate vision, gain commitment to vision 
Source:  Blyde (1997: 403-406) 
The majority of executive responses in Table 2.5 are closely related to emotional 
intelligence, focusing on the self-knowledge and self-leadership concepts discussed 
in Chapter 3 (Goleman, 2004). The overarching executive characteristic listed in Table 
2.5 concerns visionary leadership. Blyde (1997) furthermore highlights that the key 
executive leadership responsibility is to induce followers, constantly try to improve 
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leadership; and often resort to innovative undemocratic approaches to implement 
visions. Effective executive leaders enhance team work by being part of the team, and 
by “working for the team”, as opposed to managers, who are experienced by 
subordinates as “being in charge” and unapproachable (Blyde, 1997:407). 
2.4.4 Required executive proficiencies  
Andersen (2011:44) found that executive positions had a required proficiency to soft 
skills of 70% amongst executive leaders. In analysing the skills, Andersen (2011) 
identified the key-required executive proficiencies as presented in Table 2.6.  
Table 2.6: Required soft-skills proficiencies for executive leadership 
Soft skill Key soft-skill elements 
Analytical 
Thinking 
Problem-solving ability using a logical, systematic, sequential 
approach 
Communication Effective listening and communication abilities 
Decision Making Decision-making problem-solving abilities involving varied levels 
of complexity, ambiguity and risk 
Ethics and 
Integrity 
Degree of trustworthiness and ethical behaviour and 
demonstrating concern for impact and the consequences of 
decision-making or taking action 
Personal 
Credibility 
Demonstrating concern to be perceived as responsible, reliable, 
and trustworthy 
Source: Adapted from Andersen (2011:45) 
Elaborating on the afore-mentioned required executive-leadership proficiencies, 
Andersen (2011:46) also identified soft skills, which are only moderately required. 
Based on the nature and relevance of some of the moderately required skills in relation 
to executive leadership development, the following soft skills are significant: Change 
management to adapt to a variety of situations and a willingness to accept a new order 
of doing things, are deemed important (Andersen, 2011:46).  Forward thinking refers 
to the ability to anticipate the implications and consequences of situations, and to take 
the appropriate action to be prepared for possible contingencies. Interpersonal skills 
simply imply to professionally interacting positively with others (Andersen, 2011:46).  
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Various scholars have identified communication proficiency, including written 
communication, as being important. The ability to effectively communicate ideas, 
thoughts, and facts in writing, using appropriate linguistic skill and formatting, is 
essential for effective leadership skills (Andersen, 2011:46). 
2.4.4.1 Relational leadership as a key-executive proficiency 
Rost (1991:100) argues that leadership studies should reflect the new post-industrial 
paradigm shift, and accommodate people living in the twenty-first century. 
Relationship building is paramount for effective leadership to effectively manage and 
guide group efforts, including providing feedback (Andersen, 2011:46). Rost 
(1991:102) defines leadership as “an influential relationship among leaders and 
followers who intend [to implement] real changes that reflect their mutual purposes”. 
Rost’s (1991) definition furthermore supports this research effort’s emotional 
intelligence notion of being “people-focused”, change management, and shared 
visions orientation. Further acute similarities are that the influential relationship is 
“multi-directional”; in that followers can become leaders and vice versa.  
Relational executive leader’s participatory involvement means that the “leadership 
mantle” can continuously change between leader and follower. The key characteristic 
is thus that executive leadership is not a “top-down or unidirectional influence from 
leader to followers” (Blyde, 1997:433). The second significant feature of relational 
executive leadership is that it is “non-coercive”; because it is not based on authority. 
The relationship is inspired by voluntary participation that empowers followers to 
agree, disagree or abandon the relationship voluntarily. A third feature is that leaders 
and followers are not equal; but rather, they are both “active”, suggesting that followers 
are not weak or passive. The essence is that followers are not “sheep-like”, but 
partners in creating an organisational vision above personal gain or status.  
To accommodate the relational follower connotation, followers are referred to as 
“constituents” rather than followers (Kouzes & Posner, 2007:17; Gardner, 1993). 
2.4.5 The profile of effective executive leaders 
An interesting phenomenon regarding the profile of executive leaders involves a 
Californian study conducted by Andersen (2011), who found that 42% of executives 
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were in positions for less than 3 years. Additionally, this affects the retention of 
effective executive leaders. The study also found that 56% of executives were older 
than 50 years; and 67.4% were between the ages of 40 to 50 years. Concerning the 
gender results, 56.3% were males and 46.5% were female executives. Earlier studies 
of Californian executives found that 11.7% were females in 1985 (Rehfuss, 1986). 
Andersen (2011) highlights the fact that the sample size of the executive ratio is 
generally smaller than that in other studies; because there is only one executive leader 
in an institution. The Californian study involved 398 executive leaders from 58 state 
departments, of which 20 departments had only one executive leader (Andersen, 
2011). An important finding of this research effort is that 60% of executives believed 
that specific experience related to job performance is critical; while 40% of executives 
agreed that their position “did not require an advanced or mastery proficiency level” of 
knowledge and experience (Andersen, 2011). 
2.5 EMERGING EXECUTIVE LEADERSHIP CHALLENGES AFFECTING 
HUMAN DEVELOPMENT 
Global events impacting on sustainable human development have changed the 
landscape and the responsibilities of contemporary executive leadership immensely 
(Sama & Shoaf, 2008). The following section discusses human development 
challenges; and it lists examples prior to discussing the scope of future executive 
leadership’s involvement with human development.  
2.5.1 Human-development challenges 
During the 17th century, three primary professions were associated with leadership 
responsibilities and human development. The role of leadership responsibilities was 
directed at the “corporal, spiritual and legitimate needs” of societies. The 
responsibilities involved three primary professions, namely: “physicians, priests and 
lawyers” (Sama & Shoaf, 2008). In the 19th century, the leadership responsibilities 
expanded to other professions, such as “engineering, pharmacy, nursing, journalism, 
accounting, and financial services” (Sama & Shoaf, 2008). The expansion was mainly 
the result of economic and technological advances and the associated extensive 
training required in these professional fields.  
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Contemporary knowledge societies became less dependent on those professions 
based on global technological information availability, replacing the previous 
parameters of leadership (Sama & Shoaf, 2008). Another contributing factor was the 
ethical leadership crises, the abuse of power and breaches of trust. The increasing 
practices of herbalists replaced the sole dependency on pharmacists, spiritual and life-
coaches opposed to priests, and the “self-help” web-based information sites opposed 
to financial advisors (Sama & Shoaf, 2008).  
The relevance of acknowledging the past developmental phases is based on the 
contextual framework of the “moral community”, which refers to “a non-random 
collection of groups of people engaged in reciprocal and positive social interaction” 
(Sama & Shoaf, 2008; Di Norcia, 2002). The key in interpreting Di Norcia’s (2002) 
notion of a moral community is based on the interaction amongst leaders, which 
suggests a “minimum of mutual care and reciprocity, and a shared social code”.  
Related to this study, the foundation of moral leadership and professional success is 
based on elements of “trust, integrity, reciprocity, and self-regulation that characterise 
a moral community” (Sama & Shoaf, 2008; Di Norcia, 2002). 
Ethical and honest effective leadership is generally governed by mutually agreed 
codes of conduct that determine public-office appointments, organisations and 
institutions and professions. A universal “founding principle” of professions is self-
regulation endorsed by mechanisms, such as the “ethical codes of professional 
conduct, certification or licensing, related training and ongoing training, and 
professional conduct”. An example of ethical codes regulating executive leadership is 
the appointment of Presidential candidates, who are generally governed by oaths and 
contracts regulated by countries’ constitutional law.  
The same guidelines and oaths are also used in governing other professions, such as 
judges, governmental executive appointments and police officers. Sama and Shoaf 
(2008) point out that underlying cultural norms, beliefs and values “dictate” and govern 
professional conduct “even in the face of temptation that would lead other business 
leaders to behave in their own self-interest” (Sama & Shoaf, 2008). 
Corruption poses a serious global threat to human development. Corruption refers to 
the abuse of public or private office for personal gain (OECD, 2016). Corruptive 
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behaviour includes state capture, nepotism, embezzlement and bribery. Corruption 
results in the inefficient use of public resources; it perpetuates poverty; and it excludes 
poor people from public service; and finally, it undermines the rule of law and corrodes 
public trust (OECD, 2016).  
2.5.2 Examples of challenges  
The Post 2015 UN Report (2015:2) on human development highlights a number of 
challenges as part of the 2030 action plan and agenda to alleviate poverty and 
enhance global human development. The identified challenges are central to 
executive leadership development; since without qualified executive leaders, the goals 
and outcomes cannot be achieved. Some of the critical challenges include:  
…to combat inequalities and build peaceful, just and inclusive societies; to 
ensure the lasting protection of the planet and its resources; and to create 
conditions for sustainable, inclusive and sustained economic growth and 
shared prosperity climate-sensitive, respect for biodiversity, harmony with 
nature, in which wildlife and living species are protected (Kamau & Donoghue, 
2015). 
Furthermore, the UN Human Development 2015 Report (Kamau & Donoghue, 2015:3) 
identifies spiralling conflict, global violent extremism, terrorism and humanitarian 
crises, as major threats endangering past successes. The global escalating mass 
refugee migration because of war, terror and poverty threatens human development 
globally. Apart from the physical effects, as a result of mass migrations, such as 
xenophobia, the psychological effects, including “fear-mongering” further threaten 
human development. Globally, executive leadership is challenged to deal with the 
effects of the migration, including concerns relating to the infrastructure and job 
creation in a declining economy (The Global Refugee Crisis report to the G20 Summit, 
2015).  
Generally, government and executive leadership have failed to effectively manage the 
influx of economic migration from Asia, Latin American and Africa. Sweden and 
Germany are acknowledged for their role in addressing the migration challenges 
(Ostrand, 2015). The general attitude in addressing the problem is illustrated by the 
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statement that “the value of human life must triumph over fear and xenophobia”. The 
extent of the crisis is highlighted by the following statistics: 
 Developing countries host 86% of the refugees; 
 During 2014, 50% of the refugees were children; 
 At the end of 2014, nearly 60 million people had been displaced; 
 Turkey, Iran and Pakistan host the majority of the refugees; 
 A total of 2373 people died during January and August 2014, when attempting 
to reach Europe (The Global Refugee Crisis report to the G20 Summit, 2015), 
and 
 86 People killed and 434 injured during a Bastile Day celebration in Nice, 
France on 14 July 2016. The Islamic State of Iraq and the Levant (ISIL) claimed 
responsibility (Rubin, Blaise, Nossiter & Breeden, 2016). 
The reduction of global greenhouse-gas emissions, along with the impact of climate 
change poses major challenges for global leadership and sustainable human 
development (Kamau & Donoghue, 2015:3). The environmental factors contributing to 
executive leadership challenges include the “depletion of natural resource and the 
adverse impacts of environmental degradation, desertification, drought and land 
degradation, and the prospect of irreversible climate change” (Kamau & Donoghue, 
2015:3).  
Following on the afore-mentioned challenges of spiralling violence, climate changes 
and leadership failures affecting human well-being and development, Daft (2008:8) 
highlights the significance of reforming leadership tasks in times of uncertainty and 
crises (Daft, 2008:8). The following examples are some of the leadership challenges 
affecting global human well-being and development:  
 Al-Qaida terrorist attacks on the World Trade Centre and Pentagon in the USA 
in September 2001 diminished economic activity and initiated the 
commencement of a costly and controversial war in Iraq (Daft, 2008:8); 
 The devastating effect of Hurricane Catherine, with 1500 fatalities during 2005 
(Daft, 2008:8);  
 The bankruptcy of General Motors (GM) impacting on the US economy and 
effecting 1,1 million people dependent on GM during 2009 (Daft, 2008:8). 
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 The impact on the global economy when India and China emerged from poverty 
(Daft, 2008:8); 
 The Boston marathon-bombing terrorist attack in April 2003 (Gowen, Horwitz & 
Markon, 2013); 
 Charlie Hebdo shooting in Paris in January 2015 (Withnall & Lichfield, 2015); 
 The Boko-Haram abduction of 276 female students in Nigeria in April 2014 
(Heaton, 2014), and 
 The Orlando nightclub shooting in Florida killing 49 in June 2016 (Swanson, 
2016). 
2.5.3 Human development challenges in South Africa 
The human development challenges facing South Africa are highlighted in Gill 
(2012:114) in the publication Global Crises and the Crises of Global Leadership 
relating to a number of global human-development issues. The issue of clean 
accessible water is listed as number 2 among 15 prioritised critical factors presented 
in Figure 2.1 entitled: “Global human-development challenges” (Adendorff & Collier, 
2015; Adelzadeh & Ohiorhenuan, 2003:2).  
The following South African violations concerning global human development and 
human rights include (Gill, 2012:114):   
During 2002 and 2004, water supplies to “over 10 million” people were cut off. The 
water cut-offs were primarily the result of the local population’s inability to finance 
water accounts after the water supply had been privatised (Bond, 2004; Gill, 
2012:114). Gill (2015:115) further argues that the water cut-offs occurred, despite “The 
constitutional guarantee of access to water for all” reflecting on executive leadership’s 
role, the economic implications and international trade and legal contractual 
commitments. During 2010, South Africa was again listed among several countries 
that cancelled public-private partnerships to supply water, when private enterprise 
failed to deliver, because of the global financial crisis (Dwivedi, 2010).  
A negative reflection of the SA government leadership’s involvement towards 
combatting HIV is highlighted by the Treatment Action Campaign in South Africa. The 
Treatment Action Campaign in South Africa privately secured access to anti-retroviral 
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medicine to counter AIDS (Gill, 2015:132). Based on the good work of the Treatment 
Action Campaign in South Africa, Gill (2015:132) called for a new mind-set that would 
include the “ethical foundations on global health”.  
Gill (2015:132,133) and Benatar, Gill and Bakker (2009) refer to a new “common 
sense” and argues that global leaders require a clear understanding of the inter-
connectedness and complexities of dealing with health issues, human rights, 
economic empowerment, ethical and moral governance, enhancing peace and human 
development. Gill (2015:132,133) points out that the primary challenges for executive 
leaders is to integrate the links, acknowledge the implications, implement political 
processes, and eradicate global disparities in health, and also “to improve the 
geopolitics that favours peaceful coexistence”. Considering the afore-mentioned 
definition and explanation of “common sense” proposed by Gill (2015:132,133), the 
Latin dictum of “res ipsa loquitur” meaning that no explanation is necessary, because 
the facts speak for itself, intertwines the nexus of emotional intelligence, executive 
leadership and human development. 
2.5.4 Reframing future executive leadership towards human development 
Although this section fits into the chronological sequence of the funnel effect of this 
study, it provides a firm foundation for a new paradigm leadership, based on emotional 
intelligence. This is discussed in Chapter 3. Gitsham et al. (2012:2-38) proposed a 
new executive leadership approach beyond business boundaries that follows an 
integrative approach, involving various stakeholders in leading change. The extensive 
study conducted for the United Nations (Gitsham et al., 2012) involves various top 
global-executive leaders. Gitsham et al. (2012) contend that suggestions on how to 
define effective business leadership is continually affected by political events, 
economic policies, changing business strategies, cultural and societal norms.  
The following statements by refutable academics and global leaders are 
representative of a variety of literature examples concerning executive leadership and 
human development responsibilities: 
 Elizabeth Thompson, United Nations Assistant Secretary General and 
Executive Coordinator of the Rio+20 United Nations Conference on 
Sustainable Development, former Minister of Energy and Environment of 
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Barbados said: “Outstanding business leaders do not merely conduct market 
analyses, respond to changes and government regulation, or wait for the 
competition to set the agenda; they try to shape the future by predicting and 
even defining market directions” (Gitsham et al., 2012:29). 
 Jonathan Gosling, Professor of Leadership, University of Exeter, Board 
Member and Conference Chair, International Leadership Association, Co-
director with Henry Mintzberg of Leadership Roundtables said: “Business 
leaders will play a bigger role in interpreting and responding to wider social 
trends; they will act as citizens, when they help to construct the circumstances 
in which societies can thrive” (Gitsham et al., 2012:29). 
 Julia Kirby, Harvard Business Review editor and co-author, standing on the Sun 
declared: How the Explosion of Capitalism Abroad Will Change Business 
Everywhere: “When conditions change, the rules of capitalism change, and the 
leadership strategies for succeeding in the system must change too” (Gitsham 
et al., 2012:29). 
 Mark R. Kramer, Managing Director, FSG and Senior Fellow, CSR Initiative 
Harvard Kennedy School of Government said: “Companies have begun to 
recognise that their success depends not only on creating shareholder value, 
but on creating what Professor Michael Porter and I describe as “shared value”: 
Business initiatives and practices that simultaneously create economic value 
for the business, while also addressing social and environmental problems at 
scale. Integrating social impact into business strategy is the fundamental 
challenge for global corporations in the coming decade. (Gitsham et al., 
2012:30). 
Based on the findings of the study conducted for the United Nations Global Compact 
and Principles for Responsible Management Education for the Rio+20 Conference on 
Sustainable Development (Gitsham et al., 2012) and above verbatim statements of 
top global leaders, Figure 2.4 graphically depicts the evolving future role of executive 
leadership, based on three key principles, namely, a different perspective on the 
business leader’s role and purpose, leading change across the business, and leading 
change beyond business boundaries. 
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Figure 2.4: Evolving future executive leadership roles 
 
Source: Adapted from Gitsham et al. (2012:2) 
Based on the first leadership role as depicted in Figure 2.4, Gitsham et al. (2012:2) 
propose that business, civil society and executive political leaders work in 
partnerships. Business leaders create value by working on core business issues 
directed on societal needs. In the second leadership role, business leaders integrate 
external trends with core business issues. Business leaders inspire others, use 
innovative strategies and use emotional intelligence symbols and language to 
empower new leaders. In doing so, business leaders acknowledge and reward positive 
new behaviours. In the third instance, business leaders implement change beyond 
business boundaries by participating in public debate and proactively implementing 
change in consumer and supplier behaviour within the guidelines of government 
policies. The outstanding leadership role of emotional mature leaders is to engage 
with multi-stakeholders with “unconventional partners” and to have empathy for the 
opposing views of others (Gitsham et al., 2012:2).  
In conclusion, the impact and significance of global executive leadership’s role and 
commitment to sustainable human development is illustrated by Unilever’s CEO 
Polman (Gitsham et al., 2012:30). During November 2010, Polman announced eight 
Unilever goals related to human development to be attained by 2020. These include 
assistance to a billion people to improve their hygienic habits, providing clean drinking 
water to 500 million people, halving Unilever’s greenhouse gas impact, halving the 
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waste in their production system, and incorporating 5 000 000 small-holder farmers 
and distributors in Unilever’s supply-chain system (Gitsham et al., 2012:30).   
2.6 EXECUTIVE LEADERSHIP FAILURES, CHALLENGES AND SOLUTIONS  
Globally, human development is under threat because of leadership failures or 
ineffective leadership practices (Gill, 2012). Examples of global leadership failures 
were mentioned in Chapter 1. Various scholars emphasise the need for strong ethical 
leadership and governance at executive leadership level (Sama & Shoaf, 2008; 
Copeland, 2005; Mills & Spencer, 2005). Sama and Shoaf (2008) postulate that 
unethical leadership “erodes growth potential, consumer confidence and market share 
stability”. To contextualise, the influence and importance of executive leadership on 
global issues, Sama and Shoaf (2008) claims that 80% of global GDP is made up by 
developed countries’ ever-growing “service-oriented and knowledge-based” 
economies. The focus is on the “moral intelligence at the top” that affects ethical 
organisational culture, stakeholder involvement and moral direction in societies and 
world economies (Sama & Shoaf, 2008). 
Pearce and Manze (2011:565) highlight the concept of Corporate Social 
Responsibility’s (CSR) prominence in academic literature (Matten & Moon, 2005; 
McWilliams & Siegel, 2001; Pava & Krausz, 1996). The concept of Corporate Social 
Irresponsibility (CSIR) evolving from CSR refers to unethical executive conduct that 
disregards the welfare of others by seeking personal gain at the expense of 
employees, stakeholders, and society at large. The empirical analysis of several high-
profile executive leadership failures identified the CSIR as a major leadership 
challenge of the 21st century (Pearce & Manze, 2011:565).  
Afore-mentioned studies focused on linking contributing factors to CSIR and corrupt 
executive leadership behaviour, which would include:  
 Factors promoting corruption in the CSIR: Anand et al. (2004); Ashforth and 
Anand (2003); Giacalone and Knouse (1990); Treviño(1986); Treviño and 
Brown (2004); Treviño, Hartman and Brown (2000); 
 The role of standards for moral behaviour: Singer (2000); 
 The level of cognitive moral development: Kohlberg (1969); 
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 Locus of control: Treviño (1986); 
 Machiavellianism, known as “the employment of cunning and duplicity in 
statecraft or in general conduct": Giacalone and Knouse (1990), and 
 Narcissism: Paulhus and Williams (2002); By and Burnes (2013:171). 
A number of these factors will be discussed in Chapter 3, pertaining to neuro-
leadership linking the role of emotional intelligence and brain function’s impact on 
dysfunctional CSIR leadership behaviour. Globally, increased levels of executive 
leadership failures especially focused on self-interest and corruptive behaviour stand 
in contrast to the universally accepted norms, such as the afore-mentioned codes that 
regulate “moral communities” (Daft, 2008).   
By and Burnes (2013:171) contend that frequently poor leadership, driven by the lack 
of personal and organisational ethics, are at the heart of the leadership failures. The 
collapse of international companies prior to the Global Financial Crisis, such as Enron, 
Tyco and WorldCom, Lehman Brothers and the nationalisation of financial institutions, 
such as the UK banks including Northern Rock, raise the question of poor executive 
leadership (By & Burnes, 2013:171). 
2.6.1 Theory of destructive executive leadership 
The central theme of this study deals with the positive impact of executive leaders, as 
well as the negative impact of destructive executive leadership. The significance of 
analysing destructive executive leadership is based on the numerous executive 
leadership failures – in an attempt to propose an emotional intelligence training model 
for executive leadership in South Africa. By and Burnes (2013:173) claim that the 
majority of leadership studies are focused on “good and effective” leadership; while 
little attention is focused on the concept of poor and “flawed” leadership.  
Tropman and Wooten (2010:54,55) propose the “7C taxonomy”, as an evaluative tool 
to measure executive behaviour with exceptional to poor rating. Executive leaders who 
are destructive to themselves, others and organisations, are categorised as “worse 
than poor”. The “executive leader’s trail” of past experiences are indicative of 
leadership abilities. The history of destructive executive leaders is often “littered with 
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the dead and disabled careers of those who have gotten in the way of the destructive 
executive” (Tropman & Wooten, 2010:54,55).  
The destructive executive leadership phenomenon is widely acknowledged in 
publications, such as Manfred Kets de Vries’, (1984): “The Irrational Executive” (Kets 
de Vries, 1984); “Unstable at the Top” (Kets de Vries & Miller, 1988); “Organisations 
on the Couch” (Kets de Vries, 1991) and “Struggling with the Demon: Perspectives on 
Individual and Organisational Irrationality” (Kets de Vries, 2001). According to 
Tropman and Wooten (2010:55), a landmark case study of a destructive executive is 
that of Sol Wachtler, Chief Justice of the Supreme Court of the State of New York 
(Wachtler, 2014; Caher, 1998). Tropsman and Wooten (2010:56) contend that often 
the reason for leadership failures is the result of Herbert’s (2006) notion of 
“incompetence in high places can have devastating consequences”. Closely linked to 
destructive leadership, Stout-Rostron (2014:30) highlights the negative impact of 
narcissistic leadership styles and toxic leadership styles.  Destructive narcissistic 
leadership occurs when behaviour is “driven by unyielding arrogance, self-absorption, 
and a personal egotistical need for power and admiration” (Stout-Rostron, 2014:30).  
In contrast to the fundamental elements of emotional intelligence narcissistic 
leadership and “egomaniacal needs” are characterised as “a grandiose sense of self-
importance, preoccupation with fantasies of unlimited success and power, excessive 
need for admiration, lack of empathy, envy, inferiority, and hypersensitivity” (Stout-
Rostron, 2014:30). Toxic leadership, on the other hand, involves an autocratic 
leadership style, based on mistrust and an over-emphasis of control. Leadership 
behaviour is based on self-interest; and it manifests because of a lack of self-control 
and self-confidence. A typical characteristic in the toxic leadership environment is that 
followers are punished for “thinking differently” and rewarded for agreeing with the 
leader.  
By and Burnes (2012:173) identifies four key themes commonly associated with 
executive leadership failures: The abuse of personal power, disregarding the value of 
others, over-emphasis of control for personal benefit, and breaking the rules for 
personal gain. Based on Tropman and Wooten’s 7C taxonomy model, Table 2.7 lists 
the measurement items against the executive profiles and 7C-dimensions.
64 
Table 2.7: The 7 C-dimensions to measure executive profiles 
 
High 
Executiveship / 
High Leadership 
High 
Executiveship / 
Low Leadership 
Low 
Executiveship / 
High Leadership 
Low Executiveship / 
Low Leadership 
Negative Executiveship / 
Leadership 
 
THE 
EXCEPTIONAL 
EXECUTIVE 
LEADER 
THE 
EXCEPTIONAL 
EXECUTIVE 
LEADER 
THE 
EXCEPTIONAL 
EXECUTIVE 
LEADER 
THE EXCEPTIONAL 
EXECUTIVE LEADER 
THE EXCEPTIONAL 
EXECUTIVE LEADER 
Characteristics Harmonic 
One-note or 2-
notes 
One-note or 2-
notes 
Discordant 
Narcissistic; insecure, self-
absorbed; self-aggrandizing 
Competencies Virtuoso Productive Creative Bumbling 
From virtuoso to bumbling but 
usually very capable 
Conditions Articulated Efficient Effective Disjointed Plays parts against each other 
Context Statesperson Specialist Generalist Isolated Sows misinformation 
Change Transcendental Transformational Transactional 
Reactive / 
Realistic 
Seeks change for personal 
enrichment 
Collaborations Rich Visionary based 
Worker bee 
based 
Encapsulated Self-focused 
Crucibles Reinvention 
Trapped in 
managerial role 
Promoted to 
leadership role 
Neglected 
relationships / 
Leadership as soloist 
Calamity 
Invention / 
Innovation style 
Cutting edge 
The “Let’s be 
better” EL 
The “Let’s be 
newer” EL 
The SALY (Same as 
Last year) EL 
Fires or removes talented 
competitors 
Dreyfus % 
Dreyfus Level 
MAESTRO 
MASTER 
EXPERT EXPERT 
AVERAGE JOURNEY 
PERSON / 
BEGINNER / NOVICE 
BELOW THE STAIRCASE!! 
Source: Tropman and Wooten (2010:55) 
65 
The afore-mentioned “trail of destroyed careers” is often accompanied by a solid 
record of destruction in terms of families, associates, opponents and the company, 
which Tropman and Wooten (2010:54) refer to as “incalculable loss”. An appropriate 
well-known phenomenon in criminology based on the oversimplified notion of past 
behaviour and predicted future behaviour, could assist in evaluating or identifying 
dysfunctional leadership practices (Franklin, 2013).  
The present study furthermore investigated the “7C taxonomy” and identified several 
destructive leadership behaviours. These behaviours include: over self-confidence in 
own abilities, intolerance when others disagree, only hires people who agree with the 
leader, denies critical feedback, abuses alcohol and other substances (Tropman & 
Wooten, 2010:54).  
2.6.2 Detrimental effect of global executive-leadership failures 
Daft (2008:12) argues that global diversity necessitates leaders with the best talent to 
manage diversity in organisations, and to experience success in the global market 
place.  Public confidence in executive leadership is at an all-time low – for many 
reasons, including an increase and escalation of corruptive leadership, greed and self-
centeredness. Increasing examples of global leadership failures affecting global 
companies include the examples of Enron, WorldCom, Tyco, as well as cases of 
corruptive leadership practices impacting on companies, such as AOL Time Warner, 
Global Crossing and Broadcom (Daft, 2008:12).  
The underlying phenomenon of executive leaders depleting stock markets and gaining 
personal profits at the expense of employees, shareholders and the communities has 
increased globally. According to Daft (2008:12), 90% of investors lost their holdings, 
as a result of inflated share-price corruption worth billions of dollars. 
Sama and Shoaf (2008) rightfully argue that the above-mentioned examples support 
the notion that “ethical leadership cannot operate effectively in a culture that is 
unsupportive of the moral good”. Thus, emphasising the important role and 
responsibility of executive leadership to create, establish and maintain an ethical 
environment (Sama & Shoaf, 2008; Ireland & Hitt, 2005). In addition, global leadership 
failures with devastating consequences for economies, stakeholders and countries 
include: Marsh and McLennan Cos., the largest insurance brokerage firm in the world 
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in New York, was charged for fraudulent transactions to the value of $845 million in 
2003 alone (Francis & Zuckerman, 2004; Sama & Shoaf, 2008).  
The case involved allegations of bid-rigging and price-fixing. The Marsh and 
McLennan Companies are of particular significance, because of the focus on the 
individual executive leadership role in unethical business dealings. In the 
abovementioned Enron case, the lawsuit was directed at the shared responsibility 
between the auditors, and not on individuals; as in the fraud case involving WorldCom 
(Gullapalli, 2005; Sama & Shoaf, 2008). 
The consequences of leadership failures often result in short-term and long-term 
negative consequences. The long-term consequences associated with psychological 
well-being and low morale and poor motivations could have a devastating impact on 
an organisation (Furnham, 2010). Possible consequences include corporate failings, 
as a result of illegal and corrupt behaviour (Boddy, 2006; Hatch & Schultz, 2004) 
corporate identity and cultural problems impacting on production (Higgs, 2009; 
Furnham, 2010); sub-standard ethical values (Kakabadse & Kakabadse, 2003); loss 
of reputation and market share (Furnham, 2010). 
2.6.3 Executive leadership failures on the African continent 
Human development challenges on the African continent are described as the “demise 
of development theory” (McMichael, 1996), the “myth of development” and the “failure 
of the development industry” (Rihani, 2002). Okiria-Ofwono (2012) furthermore 
contends that development has become a “dead-end” and “impasse” in developing 
countries including in sub-Sahara Africa. Although the majority of sub-Saharan Africa 
countries have failed to prosper, Uganda, Tanzania and Mozambique have made 
some progress; but they are regarded as fragile developing countries (Okiria-Ofwono, 
2012). Scholarly consensus suggests that poor governance by executive leadership 
is to blame, apart from the post-colonial legacy.  
Okiria-Ofwono (2012) calls for a new paradigm shift and commitment for the 
reconsideration of what human development should entail.  
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2.6.4 Executive leadership failures in South Africa 
In SA, the examples referred to are: The Constitutional Court’s findings that President 
Zuma should repay an amount of R7.8 million for improvements at the Nkandla 
residence, as well as examples of calls for President Zuma’s impeachment. These 
serve as a classic example of executive leaders placing self-interest above leadership 
calling to serve a country at the highest level (Legalbrief, 2016; Marrian, 2016; 
Corruption Watch, 2014). Political analyst and academic, Professor Fikeni claims that 
“corruption and a lack of accountability are largely responsible for issues, such as the 
Nkandla saga” (SABC News, 2016). The effect of executive leadership failures in SA 
within a declining economy could have contributed to the country’s pending 
downgrading to junk status by three influential credit agencies.  
These agencies are: Standard and Poor (Peyper, 2016), Moody’s Investor Service 
and Fitch Ratings (Knee, 2014). Although downgrading is a complex and economic-
driven process, Fitch’s view was that ongoing labour unrest and key executive 
ministerial appointments and associated shortcomings, could increase the “down-side 
risks” (Knee, 2014). 
Perhaps the most serious example of the effect of executive leadership failure is that 
of the Passenger Rail Agency of South Africa (PRASA) head, Lucky Montana, who 
signed a deal to purchase 70 diesel locomotives to the value of R3.5 billion (Business 
Tech, 2015). After delivery, it was found that the height specification of the delivered 
locomotives of 4 264mm was not suitable; as the SA maximum height for diesel 
locomotives may not exceed 3 965mm. This deal was thus rendered useless 
(Business Tech, 2015). Aggravating the executive leadership embarrassment was the 
fact that the computerised language and operating systems were in Spanish, with no 
South African technicians qualified to operate, service or repair the locomotives.  
The thirteen Afro-4000 diesel locomotives delivered in SA to PRASA are worth R600 
million (Business Tech, 2015). According to Smith (2015), PRASA CEO, Lucky 
Montana, was dismissed after a fall-out with members of the PRASA executive board, 
following allegations that he had publicly criticised PRASA board members. Further, 
highlighting the serious economic consequences and the ongoing problems of Prasa 
executive leadership failures, Madonsela’s (2015) report deals with the financially 
inappropriate management at PRASA. Inspired by originality, extracts of Madonsela’s 
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(2015) report are cited verbatim, in order to highlight the real effect and grave 
executive leadership challenges South Africa faces, as in Figure 2.5.   
Figure 2.5: Copy of original script of Madonsela’s (2015) financial report 
(iii) “Public administration must be governed by the democratic values and principles 
enshrined in the Constitution, including the following principles: 
a. A high standard of professional ethics must be promoted and maintained. 
b. Efficient, economic and effective use of resources must be promoted….” 
(iv) As a public infrastructure provider, PRASA also has implications for the 
economy. A state owned enterprise with an estimated total net value of assets 
over R19 billion as at 2010/2011, PRASA is an organ of state listed as a National 
Government Business Enterprise in terms of Schedule 3B of the Public Finance 
Management Act 1 of 1999 (PFMA). PRASA reported an accumulated loss 
of R4.4 billion for 2010/12. 
(v) PRASA reported an accumulated loss of R1 billion for 2014/2015 financial year. 
The budget allocation from Government for PRASA for the MTEF period 
2015/2016 to 2017/2018 is R17.2 billion. The 37 cases reported by the 
Complainant mostly deal with alleged procurement irregularities with the amount 
involved being more than R2.8 billion. As the report was being finalised further 
allegations of procurement irregularities at PRASA were reported. 
Source: Madonsela (2015) 
To add salt to the executive PRASA’s wounds, two executive leaders falsified their 
PhD qualifications to gain personal benefit of executive appointments, namely: 
 Joseph Phungula’s contract was terminated after PRASA discovered that 
Phungula had falsified a doctoral degree. As chief procurement officer, 
Phungula was responsible for managing “several multibillion-rand tenders” 
(Lindeque, 2015), and 
 PRASA head engineer, Daniel Mtimkhulu, resigned following allegations of 
falsified doctorate qualifications (Nicolaides, 2015). 
Several other incidents suggest a growing trend, after a number of high-profile 
executive leaders had falsified their qualifications. The examples include: SA 
Broadcasting Corporation board chairperson, Ellen Tshabalala, had lied about her 
qualifications; the ANC stalwart and Member of Parliament, Pallo Jordan, was 
exposed for lying about his doctoral qualification, South African Airways (SAA) board 
Chairperson, Dudu Myeni, and acting CEO, Nico Bezuidenhout, were also accused of 
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misrepresenting their qualifications. South African Broadcasting Corporation (SABC) 
Chief Operating Officer (COO), Hlaudi Motsoeneng, allegedly lied about having 
passed his matric (SABC, 2014).  
Apart from poor vetting service prior to appointments, the afore-mentioned cases of 
falsified qualifications and leadership failures have had grave consequences for SA 
(Corruption Watch, 2014). A profound example of falsified qualifications that could 
have a detrimental effect on human development related to health care, is that of a 
Krugersdorp-born teenager, who posed as cardiologist. The teenager aged 19 
allegedly faked an American cardiologist certificate to be shortlisted for interviews 
during June 2016, at the Pietersburg Hospital in Polokwane, Limpopo, SA (Sowetan 
Live, 2016).  
The chilling fact is that the teenager was already introduced to hospital staff members 
as the cardiologist supposed to take up the position. The teenager was charged with 
fraud; and it was subsequently found that she did not have grade 12. The issue of 
general health is listed as human development number 8 in Figure 2.1, as an example 
of global human development challenges (Adendorff & Collier, 2015:4).  
Following on the notion of moral leadership, Kitshoff (2013:6) provides further 
excruciating statistics of South African Police officers, who are employed, despite 
having criminal convictions. Although some of the officers are not executive leaders, 
the statistics reveal a tendency of corruptive behaviour in the police service. These 
police officers are governed by the SA Constitution to protect and serve the public of 
SA. The SAPS members with criminal records include constables (129), sergeants 
(267), and warrant officers (716), lieutenants (84), captains (163), lieutenant-colonels 
(43), majors (10), colonels (21), brigadiers (10) and a major-general (1) (Kitshoff, 
2013:6; Els, 2015:48). 
Based on the fact that a component of the sample population for this study is situated 
in the Eastern Province, an evaluation of the regional media pertaining to the reports 
dealing with executive leadership in The Herald newspaper was conducted. Although 
not empirically based, the aim was to source a representative media source portraying 
contempory executive leadership issues that could explain on-going leadership 
failures at the time of this study. The other factor was that The Herald newspaper is 
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viewed as a representative indicator of the headlines in the national televised, printed 
and electronic media pertaining to leadership failures.  
Following on above mentioned reports, The Herald dated 6th May 2016, as listed in 
Table 2.8 was selected. 
Table 2.8: Herald newspaper articles regarding leadership failures 
Title Summary of contents 
“Suspended officials 
still await their fate” 
29 senior Nelson Mandela Bay municipal officials dismissed 
on corruption charges (De Kock, 2016:4) 
“Chaos in parliament, 
damages our image 
– Zuma” 
President Zuma’s address to parliament supporting the 
forced removal of Economic Freedom Front (EFF) for 
disrupting parliament (Ndenze, 2016:4) 
“Pupils in limbo as 
schools burned, 
close” 
26 987 displaced pupils unable to attend school after 23 
schools were burnt in the Limpopo province, SA. 
Subsequently, 50 schools were closed by the SA 
Department of Education, due to spiralling violence by 
protesting citizens because of election boundary 
disagreements between effected communities and 
government (Wagner, Dlamini, Mahopo, 2016:4) 
“JZ [President Zuma] 
the disruptive 
influence in house” 
Editorial comment featuring a stringing attack on President 
Zuma for being the sole source of disruptive influence 
including that President Zuma is to blame for “the loss of 
dignity” (Horner, 2016:15) 
Source: The Herald (2016) 
2.6.5 Sustainable executive leadership development challenges 
Daft (2015) introduces the concept of executive derailment that threatens leadership 
sustainability. Leadership derailment refers to a growing phenomenon, where leaders 
with impressive track records reach a leadership plateau and derail, because of a 
mismatch between job requirement and leadership skills (Daft, 2015:21). Perhaps the 
pin-point focus of relevance for this study in so far as leadership development  is Daft’s 
(2015:21) argument based on numerous empirical studies in various countries that 
leadership derailment occurs because “they are deficient with soft, human skills, rather 
than a lack of hard work or technical skills”. Based on two decades of research by the 
Center for Creative Leadership in Greensboro, USA the key causes for leadership 
derailment were identified.  
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These causes include leadership behaviours that are insensitive, abrasive, 
intimidating, cold, aloof and arrogant (Daft, 2015:21). The leadership behaviour is also 
characterised as overly ambitious, self-centered, and playing politics. The leadership 
style of derailed leaders is based on betrayal, the inability to delegate and being unable 
to select good subordinates (Daft, 2015:21). 
Following on the afore-mentioned Greensboro findings, Daft (2015:21) and Zhang, 
Leslie and Hannum (2013) provide a more refined approach indicating the causal 
factors and sequence leading to executive leadership derailment. The contributing 
causes and sequence of executive derailment are graphically presented in Figure 2.6. 
Figure 2.6: Causal sequence of leadership derailment 
 
Source: Adapted from Daft (2015:21) 
Elaborating on the causal sequence of leadership derailment, Daft (2015:21) identifies 
the following leadership characteristics associated with each phase as illustrated in 
Figure 2.6.  Performance problems include undivided attention to leadership tasks and 
neglecting priorities with a strong emphasis on the individual. Phase 2 involves leaders 
being over-sensitive, manipulative, critical and unreliable. Phase 3 involves leaders 
that hire the wrong people and fail to learn from mistakes. In this phase, leaders fail to 
implement change management according to new demands. Phases 4 involves 
leaders’ inability to delegate and are defensive to old traditional leadership behaviours 
by ignoring the demands for change management. The final phase is characterised by 
leaders who fail to see the bigger picture, inability to collaborate with others and the 
inability to learn new tasks (Daft, 2015).  
The need to develop and encourage dynamic young leaders for sustained leadership 
development is argued by Goodmen (2014:27), Goldsmith et al. (2003:4) and 
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Goleman (2004:39). The example of Malala Yousafzai supports the notion of the value 
of cultivating young leaders for future roles, as part of the succession planning and 
executive leadership sustainability. Yousafzi, recipient of the Nobel Peace Prize, is 
regarded as one of the most powerful moral figures in the world, who became an 
activist at the age of eleven (Shahid, 2015). In support of the notion of the effect of 
education on economies, Gill (2012:64) contends that expert knowledge pertaining to 
international lawyers, arbitrators, accountants and bankers is subjected to the law of 
supply and demand. 
2.6.5.1 South African leadership challenge 
Görgens-Ekermans, Delport and Du Preez (2015:1) paint a bleak picture by indicating 
SA’s alarming low success rate of students at institutional level. Contextualising the 
gravity of the problem Görgens-Ekermans et al. (2015:1), refer to the 2012 Higher 
Education South Africa (HESA, 2012) report. According to the HESA (2012), report 
only 18% of 4 791 807 individuals between the ages of 20‒24, had enrolled for higher 
education programmes. Further analysis indicates that 45% of the enrolled students 
prematurely terminated their studies; while 25% of the individuals discontinued their 
studies after their first year (Mabelebele, 2012; Görgens-Ekermans et al., 2015:1). 
Based on the notion of the urgent demand for young executives, the negative impact 
of low student success rates could have grave consequences for the SA economy. 
According to Spaull (2013), and Görgens-Ekermans et al. (2015:1), a country’s 
economy is largely “dependent on the degree to which its labour force is educated”. 
Social wellbeing and prosperity are frequently positively influenced by successful 
higher education levels. Academically qualified students are often appointed in higher 
positions with higher remuneration, resulting in the “enhancement of cultural and social 
capital, increased health, and better standards of living” (Yorke & Longden, 2005; 
Görgens-Ekermans et al., 2015:1). 
2.6.6 Responses to executive leadership development challenges 
Zenger and Folkman (2009) identified various leadership responses to factors 
contributing to leaders’ failures, based on an analysis of two empirical studies involving 
over 450 executive leaders and 11000 leaders from Fortune-500 corporations. The 
leadership responses provide a framework for understanding the reasons why failures 
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occur. Leaders who lack energy and enthusiasm regard change initiative as an extra 
burden; and they seldom volunteer to engage in change processes, because of the 
fear of being overwhelmed.  Mediocre performance is justified by over-emphasising 
the difficulty of tasks, in order to impress others. A typical behaviour of under-
performing leaders is characterised by a lack of clear vision, poor judgement and the 
lack of integrity. Leaders often avoid peers, isolate themselves from colleagues and 
they violate the set standards.  
An outstanding feature of leaders’ failure is to advance from setbacks, or to learn from 
mistakes. In general, under-performing leaders lack personal skills and emotional 
intelligence competencies (Zenger & Folkman, 2009).   
2.7 CONCEPTUALISATION AND DEVELOPMENT OF LEADERSHIP 
THEORIES 
The development and role of leadership theories forms an integral part of this study, 
based on the multi-dimensionality of the dependent variables in terms of the perceived 
success of emotional intelligence training and human development for executive 
leadership in SA. Leadership has evolved from the historical approaches that 
influenced the practice of executive leadership. Denhardt and Denhardt (2006:1) echo 
the sentiments of various leadership scholars that, apart from being heavily 
researched, leadership remains “one of the most-observed and least-understood 
phenomena on earth” (Burns, 1978:4 in Denhardt & Denhardt, 2006:1). 
May (2010:31) joins theorists by arguing that the overwhelming academic and 
practitioner-oriented literature often confuses leadership scholars. To illustrate the 
diverse opinion of leadership in distinguishing good leaders from bad leaders, May 
(2010:31) highlights the notion that leadership by definition does not imply good 
leadership. May (2010:31) notes that various outstanding leaders lead their followers 
to destruction, including “Hitler, Mussolini and Pol Pot”. According to May (2010:31), 
destructive forms of leadership practices continue; and contemporary and modern-day 
leaders are often “brilliant business leaders, who burn out their staff, destroy the 
environment, destroy economies in the search for bigger profits for their shareholders 
(which always includes themselves)”.  According to Carver (1989), there are more than 
350 leadership definitions in the leadership literature. Tropsman and Wooten (2010) 
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and Yukl, Gordan and Taber (2002:232) notes that the study of leadership is in a 
confused state and is overwhelmed by the number of findings relating to effective 
leadership. The primary reasons for the “confused state” of leadership studies is 
because of the disparity in approaches, narrow-mindedness of the majority of studies, 
over-simplification of explanations and the lack of empirical depth concerning research 
methods (Yukl, 2002:232). Bennis and Nanus (1985) also concluded that apart from 
a high volume of leadership studies, little empirical-based knowledge is available 
distinguishing effective leadership practices from ineffective leadership.  
Story (2005) and Yukl (2005) highlights the differences between executive leadership, 
organisational leadership and general leadership theories, primarily as being a result 
of the lack of focus. Tropsman and Wooten (2010) found that the internet site 
“Amazon.com” hosts in the region of 60 000 entries and “Google” 131 million entries 
under the themes “leadership”. Based on the afore-mentioned emergence of a cross-
disciplinary character of Development Theories, Van de Ven (1989:486) argues that 
there is a need for a closer integrative approach between the academic theory 
development and the profession linking the theory and practice.  
This aspect is further discussed in Chapter 3. 
2.7.1 History of leadership theories 
Before embarking on an ideal leadership theory and profile applicable to develop 
emotionally matured executive leaders, a brief recollection of past leadership theories 
and approaches is necessary. Various limitations in the leadership literature exist and 
scholars are in agreement that an all-inclusive definition does not exist (House et al., 
2014; McElroy, 1982; Wren, 2006; Harvey, 2006). The evolution of leadership theory, 
according to general time lines, dates back to the 1920s with the Great man Theories 
following on the mid-1920s with expansion to include the Trait Theories (Daft, 2008:3). 
The Behaviour Theories movement emerged around the 1950s. Both the Contingency 
and Influence Theories developed soon after the Behaviour Theories, which still 
remains among the contemporary leadership theories. The Relational Theories 
emerged during the 1970s (Daft, 2008:3). 
 Historically, leadership theories and definitions have reflected an assumption around 
the leadership process, where one person exerts influence over another to facilitate 
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relationships in a group or in organisations (Yukl, 2010). The emotional aspects of 
leadership influence have only recently emerged; since for many years leadership 
definitions focused on rational and cognitive perspectives (Yukl, 2010). According to 
Bass (1990), the study of organisational leadership is more than 100 years old. The 
concept "business leadership" emerged during the “Carnegie heyday” that sparked 
interest in the early twentieth century. Three major developments that have impacted 
on leadership development include the work of Henry L. Gantt's Industrial Leadership 
(1916) that introduced the concept of "scientific management". The Junior 
Achievement of 1916 was founded to “mold the business leaders of the future”. Thirdly, 
the Carnegie Institute of Technology introduced "mental activity tests" designed to 
measure the “leadership potential of job applicants”.  
A ground-breaking development was Henry C. Metcalf’s book Business Leadership 
(1931) that integrated the concepts of the psychological, historical, industrial, and 
political aspects” in leadership studies (Nohria & Khurana, 2010:292). Weber (1947, 
1964) and Selznick are generally described as the “founders” of organisational 
leadership. The focus on the individual role of leadership was introduced by Weber 
(1964:329), who claimed that leaders possess attributes and qualities, which were 
“different from [those of] ordinary men”.  
Rowe and Guerrero (2011:8) point out that the next thirty years were characterised by 
criticism and marginalisation from organisational perspectives. A significant fact is that 
various empirical follow-up studies found that external factors “outside the control of 
an individual” leader have influenced organisational productivity.  
During the 1990s, leadership studies reached maturity with the emergence of various 
leadership approaches. The approaches included transactional leadership, 
transformational leadership and other leadership models (Northouse, 2010:171; 
Nohria & Khurana, 2010:125; Hannum, Martineau & Reinelt, 2007:5; Lowe & Gardner, 
2001). The concept of emotional intelligence in leadership was mainly introduced by 
scholars, such as Goleman (1995; 2004; 2011). 
2.7.2 The leadership theory-building process 
The logic of theory-building is to ground theory in an appropriate paradigm assumption 
to counter the common tendency of force-fitting functionalist theory-building 
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techniques, as a "universal" approach. Gioia and Pitre (1990:585) caution  that the 
risks in emerging theories could be biased or contaminated by existing theories; and 
secondly to dismiss traditional positivists theory-building and deductive approaches. 
According to Lewis and Grimes (1999:673-676), the aim of metaparadigm theory-
building is to link the conflicting paradigm insights into a coherent mutual 
understanding. The essence of multi-paradigm perspectives is to consolidate 
comprehensiveness as originating from these different world-views. Contemporary 
debate involves the contribution of knowledge from different philosophical views and 
conceptual paradigms, which are dominant in current thinking (Burrell & Morgan, 1979; 
Lincoln, 1985; Gioia & Pitre, 1990:585).  
The core of the debate is characterised, according to differing fundamental 
assumptions (Gioia & Pitre, 1990:585): 
 the nature of organisational phenomena (ontology); 
 the nature of knowledge about phenomena (epistemology), and 
 the nature of studying phenomena (methodology). 
The relevance of using a multi-paradigm approach is that new insights based on 
different ontological and epistemological assumptions about organisational 
phenomena provide unique theoretical views of the events under study (Gioia & Pitre, 
1990:591). Based on the work of Burrell and Morgan (1979), Gioia and Pitre 
(1990:585) proposed four perspective lenses, namely: objective versus subjective and 
regulation versus radical change dimensions. Within the paradigmatic approach, four 
distinct views consisting of radical humanistic, radical structuralist and interpretivist 
and functionalist perspectives, emerge as part of organisational theory building. The 
radical humanistic paradigm attempts to describe and set a critique for change. The 
theoretical concerns involve the social construction of reality distortion of interests. 
Critical analysis through disclosure serves as a theory-building approach. The radical 
structuralist paradigm’s goal is to identify the sources of domination to influence and 
provide guidance.  
The theory-building approach is based on liberation by means of structural analysis 
(Gioia & Pitre, 1990:585-598). The interpretivist paradigm attempts to explain and 
analyse the social constructs of reality. Theory-building takes place by means of code 
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analysis to discover new facts (Gioia & Pitre, 1990:585-598). The functionalist 
paradigm attempts to predict and control through an analysing process, based on 
relational causation. A process of refinement by means of causal analysis is used as 
a theory-building method (Gioia & Pitre, 1990:585-598). 
Various scholars propose a metaparadigm-perspective approach to accommodate the 
vast leadership theories, paradigms and sub-theories (Lewis & Grimes, 1999:683; 
Gioia & Pitre, 1990). The essence of applying a multi-paradigm inquiry, is to broaden 
the conventional approaches and “definitions of theory, to denote a coherent 
understanding capable of accommodating diverse representations” (Lewis & Grimes, 
1999:683). 
Using a multiple-perspective approach does not imply an integration of theories or 
resolutions of disagreements or paradoxes that emerge from theoretical comparison 
(Poole & Van de Ven, 1989). A multiple-perspective approach attempts to comprehend 
various representations related to an area of study, by linking theories through their 
commonalities. A multiple-perspective approach is especially suitable when studying 
cultures, organisational structures and social phenomena (Gioia & Pitre, 1990). 
Cherwitz and Hikins (1986, in Gioia & Pitre, 1990:596) note that comprehensive 
understanding occurs only if various relevant perspectives have been “discovered and 
evaluated”. A multiple-perspective approach thus enables a multi-dimensional 
representation of a specific topic (Gioia & Pitre, 1990). 
Because the scope of this study includes the organisational context of human and 
leadership development, the following paradigms are briefly discussed. A 
metaparadigmatic perspective analysis can be used to counter the fundamental 
incommensurability of the paradigms, which often results in fragmentation or 
provincialism in the field; because scholars tend to ignore theories from other 
paradigms (Gioia & Pitre, 1990:591). Note should be taken that the boundaries 
between paradigms are often “ill-defined and blurred”; and they are generally referred 
to as “transition zones”.  
Various scientific methods exist to interpret and understand the “transition zones” 
between paradigms, including a metaparadigm-perspective analysis. A practical 
approach to apply a metaparadigm-perspective analysis is graphically depicted in 
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Figure 2.7; and it is based on a holistic view of interpreting multiple paradigms. The 
broader border-line resembles the “transitional zones” (Gioia & Pitre, 
1990:595,597,598). 
Figure 2.7: The meta-level vantage point perspective 
 
Source: Adapted from Gioia and Pitre (1990:597)     
The key to understand and interpret Figure 2.7 supposes that the magnifying glass is 
symbolically and arbitrarily positioned above the paradigm, proposes the meta-level 
vantage point to simulate that the observer is typically rooted in the assumptions of 
some paradigm. The magnifying glass also proposes the possibility of viewing multiple 
paradigms simultaneously. The diverse paradigmatic views available from the meta-
level vantage position are indicated by the directional lines towards the plane of the 
four paradigms (Gioia & Pitre, 1990:597).           
2.8 PROMINENT LEADERSHIP THEORIES, MODELS AND APPROACHES 
Collins (2001) and Northouse (1997) identified major leadership theories that 
developed prior to 1986. This section will thus deal with the themes and leadership 
theories that developed prior to 1986. Contemporary leadership developments and 
approaches primarily based on emotional intelligence and labelled as new paradigm 
leadership developments; and they will be discussed in Chapter 3. Walker’s (2006:54) 
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reference to the six fundamental leadership theories that influence other theoretical 
approaches, was selected for this study, in order for it to serve as a concise summary. 
Figure 2.8 resembles Daft’s (2008:22) description of leadership evolution through 
different stages of leadership development.  
Figure 2.8: Evolution of leadership development 
 
Source: Daft (2008:22) 
The following section deals with the most prominent leadership theories and 
approaches selected for this study. 
2.8.1 Great-person leadership theories 
The Great-Person theories emanate from the earliest form of leadership theories. The 
core element of this theory was based on the belief that leaders were born with specific 
leadership traits. The primary purpose of the theory was to identify any inhibited traits 
leaders possessed, which people who were not leaders, did not possess (Daft, 
2008:36).  A second leadership element was based on the belief that leaders had a 
natural instinct and ability to inspire, motivate and influence others. According to Daft 
(2008:22), the Great-Person Theory adopted the view that leaders were born and not 
taught. Walker (2006:54) postulates that the Great-Person theories, including the Trait 
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theory, have been empirically and theoretically been discredited and discarded. 
Bennis and Nanus (1997, cited in Nohria & Khurana, 2010:270) summarise the 
general notion towards the great-person theory as follows: 
Historians tend to write about great leaders, as even [though] they possessed 
transcendent genius, they were capable of creating the visions and sense of 
destiny out ot some mysterious source. Perhaps some do; but upon closer 
examination, it usually turns out that the vision did not originate with the leader 
personally, but rather from others. 
Daft (2008:23) cautions about the negative consequences that organisations and 
leaders find themselves in, when based on the Great-Person theory. The negative 
consequences referred to organisations and leaders that struggle to transform from a 
stable to a chaotic environment requiring new skills and qualities. Some of the 
challenges include issues of diversity, team leadership, empowerment, change 
management and the successful implementation of values and visions to become 
learning organisations (Kouzes & Posner, 2007:22; Daft, 2008). 
2.8.2 Trait-leadership theories 
The Trait theories dominated the 20th century leadership theories, contributing to 
insights about leaders’ effectiveness. Northouse (2010:16) argues that Stogdill’s 
analysis of leadership traits covering the period 1904 to 1970 largely contributed to the 
traits theory. The traits theory largely focused on physical attributes and personality 
characteristics, thereby distinguishing leaders from non-leaders. Positive aspects of 
the traits theory include the significant characteristics necessary for leadership 
development and especially for recruiting leaders. The criticism towards the trait theory 
includes that situational issues and the ignorance of subordinates’ roles and needs 
are largely not addressed. 
This vital exclusion of failing to take into account productivity outcomes and employee 
satisfaction, further contributed to the discrediting of the theory (Stogdill, 1948; Mann, 
1959; Northouse, 2010:17). Northouse (2010:17), however, infers that trait theories 
have largely contributed to the development of theoretical leadership.  Kouzes and 
Posner (2007:33) claim that 70% of respondents identified visionary leadership as the 
key trait of the future leader. Northouse (2010:17) further highlights significant 
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leadership characteristics that emerged in Stogdill’s (1947) studies. The leadership 
traits are the opposite of previously discussed behaviours associated with derailed 
leadership (Northouse, 2010:17).  
The traits relevant to this study include a high level of energy that is focused on task 
completion and the persistence needed to attain goals. Calculated risk-taking and 
expertise in problem-solving, based on self-confidence is a key characteristic. 
Effective leaders have a high level of stress-tolerance; and they demonstrate the 
willingness to accept responsibility for decisions (Northouse, 2010:17). 
Research developments, based on the meta-analytical approach emerged during the 
1980s and the 1990s. The significance of the meta-analysis was that intelligence, 
masculinity and dominance were closely related to how subordinates experienced 
leadership (Northouse, 2010). The findings provided strong arguments for scholars 
using personals traits as the indication of discriminatory practices between leaders 
and non-leaders. The relevance of this study relates to gender leadership, which is 
discussed below. A further significant link between the traits theory and this study is 
the emerging empirical findings in the 1990s relating to social intelligence, and the 
emphasis “on those abilities to understand one’s own and others’ feelings, behaviours, 
and thoughts” (Northouse, 2010:19).  
The relevance of this particular development is the relationship with emotional 
intelligence, including more central themes that also emerged during the 1990s 
pertaining to: intelligence, self-confidence, determination, integrity and sociability 
(Northouse, 2010:19). The time-line of emerging leadership traits proposed by 
authoritative theorists related to emotional intelligence, is depicted in Table 2.9 
(Northouse, 2010:19). 
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Table 2.9: Studies of Leadership Traits and Characteristics 
Stogdill 
(1948) 
Mann 
(1959) 
Stogdill 
(1974) 
Lord, De Vader 
and Alliger 
(1986) 
Kirkpatrick and 
Locke 
(1991) 
Zaccaro, Kemp and 
Bader 
(2004) 
Intelligence 
Alertness 
Insight  
Responsibility 
Initiative 
Persistence 
Self-confidence 
Sociability 
Intelligence 
Masculinity 
Adjustment 
Dominance 
Extroversion 
Conservatism 
Achievement 
Persistence 
Insight 
Initiative 
Self-confidence 
Responsibility 
Cooperativeness 
Tolerance 
Influence 
Sociability 
Intelligence 
Masculinity 
Dominance 
 
Drive 
Motivation 
Integrity 
Confidence 
Cognitive ability 
Task knowledge 
Cognitive ability 
Extroversion 
Conscientiousness 
Emotional stability 
Openness 
Agreeableness 
Motivation 
Social Intelligence 
Self-monitoring 
Emotional Intelligence 
Problem solving 
Source: Northouse (2010:19) 
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Another example of the traits theory contributing to other theories includes the five 
factor-personality traits in organisational behaviour, impacting on leadership 
effectiveness. The five-factor personality model includes traits, such as, extraversion, 
openness, low neuroticism, agreeableness and consciousness (Luthans, 2011:420). 
Consciousness as a trait is relevant in the discussion on organisational leadership 
behaviour discussed in Chapter 3. Table 2.10 lists the behavioural patterns of each 
trait in the five-factor personality model, also commonly referred to as the “Big-Five 
Personality factors” (Northouse, 2010:22). 
Table 2.10: Big-Five Personality Factors 
Neuroticism The tendency to be depressed, anxious, insecure, 
vulnerable, and hostile 
Extraversion The tendency to be sociable and assertive, and to have 
positive energy 
Openness The tendency to be informed, creative, insightful, and 
curious 
Agreeableness The tendency to be accepting, conforming, trusting, and 
nurturing 
Conscientiousness The tendency to be thorough, organized, controlled, 
dependable, and decisive 
Source: Northouse (2010:22) 
2.8.3 Behavioural-leadership theories 
The behavioural approach emerged during the 1940s. This approach exclusively 
focused on leadership behaviour; and it specifically dealt with the issue of leadership 
behaviour towards subordinates. Scholars identified task behaviour and relationship 
behaviour, as the two general central elements in the behavioural approach. The 
purpose of the behavioural style approach was to combine tasks, and the relationship 
behaviour to influence subordinates to reach a goal (Northouse, 2010:69). Northouse 
(2010:70) acknowledges that modern leadership theories developed from the 
behavioural approach, and primarily from studies conducted by Lewin, Lippitt and 
White. Further studies conducted during the 1940s and the 1950s mainly in Ohio State 
studies, and the Michigan State studies by Blake and Mouton contributed to the leader-
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behavioural approach. The Ohio State University conducted surveys by using the 
Leader-Behaviour Description Questionnaire (LBDQ) (Northouse, 2010:70-71).  
The Ohio study identified two general categories of leader-behavioural types, namely: 
consideration and the initiating structure (Daft, 2008:43,72). The consideration 
approach evolved around a leader’s sensitivity towards subordinates and mutual trust. 
The consideration of behaviour largely focused on a leader’s task-orientation and the 
degree to which the leader guides his/her subordinates (Northouse, 2010:70-71). 
Following on the Ohio State and the Michigan State studies, Blake and Mouton from 
the University of Texas developed the “Leadership Grid” two-dimensional leadership 
theory. The leadership-Grid theory provided a measuring framework for leadership 
concerns, based on employees and production. The horizontal axis on the grid 
measured performance, profits, results and quality. The vertical axis indicated values 
based on employees, team collaboration and the results, based on respect and mutual 
trust. Blake and Mouton (1964, cited in Northouse, 2010:73) highlighted the primary 
factors that leaders should address on how to attend to the needs of subordinates in 
building organisational commitment and trust, empowering the self-worth of 
employees, creating safe and productive working conditions, fare compensation and 
instituting sound social relationships. 
Northouse (2010:73) proposes the leadership Grid, consisting of five primary 
leadership styles, namely: authority-compliance, country-club management, 
improvised management, team management, and middle-of-the-road management. 
According to Daft, (2008:43), the behavioural approach explored autocratic versus 
democratic leadership styles. The distinction between the two aspects involves 
employee- centred (concerns for people) versus job-centred (concerns for production) 
leadership approaches (Daft, 2008:43). Daft (2008:43) describes the autocratic leader 
as someone who tends “to centralise authority and derive power from authoritative 
position, control, rewards and coercion”.  
The democratic leader is categorised by interacting with subordinates and gaining their 
input, knowledge by delegating authority and encouraging participation. A significant 
phenomenon identified by Daft (2008) is that the participative leadership based on the 
majority-rule decision-making, resulted in the group performing well, even when the 
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leader was absent. Opposed to the democratic-led group, the autocratic style led-
group displayed hostility (Daft, 2008:43). Follow-up research by Tannenbaum and 
Schmidt (cited in Daft, 2008:43) found that leadership behaviour was present in a 
continuum reflecting different values.  
According to Daft (2008:44), autocratic leadership favours conditions when working 
under pressure and meeting deadlines; or in cases, where subordinates are not highly 
skilled. 
Daft (2008:43) promotes the “high-high” leadership style, accommodating both 
people- and task-approaches simultaneously. Stemming from the behavioural 
approaches, there is the dyad between a leader and individual followers, which led to 
positive developments, such as positive relationships with subordinates, thereby 
enhancing team-performance behaviour (Daft, 2008:42). The leader-member 
exchange theory highlights the high-profile relationships that positively impact on 
organisational behaviour. Daft (2015:71) describes leader-member relationships, 
relevant to this leadership style, as the “group atmosphere and members’ attitudes 
towards the acceptance of a leader”.  
Bryman (1992), Yukl (2006) and Northouse (2010:79) contend that performance 
outcomes do not adequately correlate with leadership styles. No consistent link 
between task and relationship behaviour impacting on the morale, job satisfaction, and 
production could be verified. Yukl (2006) confers that extensive research has provided 
contradictory findings - with the exception of those followers of leaders, who are more 
considerate, and are “more satisfied” with their leadership. In general, the behavioural 
approach failed to develop a universal and effective global leadership style applicable 
for most situations (Northouse, 2010:79). Daft (2008:43) argues that although the traits 
and behavioural approaches are equally significant, this approach largely serves as 
indicators for effective leadership, and that a combination of leadership styles is most 
effective. Daft (2008:43) thus offers relevant insight into setting the foundation for an 
integrative leadership approach for this study, to address the research problem of 
developing emotionally mature executive leaders to enhance human development.  
The behavioural style, however, has contributed to the emergence of the contingency 
leadership theory (Nohria & Khurana, 2010). 
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2.8.4 Contingency leadership theories 
Fiedler and Chemers (1974, cited in Rowe & Guerrero, 2011:166) refer to the 
contingency theory as a “leader-match theory”. In essence, the leadership style is 
relatively stable; but it needs to be matched with the most appropriate situation. 
According to Rowe and Guerrero (2011:166), the better the match between the 
leadership style and the situation, the more effective the leader becomes.  
Building on previous leadership theories, the contingency theory proposes an 
integrated approach, which may vary depending on the situations. The situational 
variables might require a specific leadership style to address strategic challenges, the 
nature of an institution, or cultural diversity (Nohria & Khurana, 2010:17). 
The most common leadership styles in the contingency theories are referred to as the 
task-motivated and the relationship-motivated approaches (Northouse, 2010:111). 
The difference between the two approaches is that the task-motivated approach is 
primarily related to reaching a goal; while relationship-motivated leaders involve 
building close interpersonal relationships with their subordinates. Northouse 
(2010:112) developed the Least Preferred Co-worker (LPC) scale to measure 
leadership styles. A high value on the LPC scale describes a relationship-motivated 
leader; opposed to the low values associated with a task-motivated leader. Other 
developments include those of Vroom and Jago (Nohria & Khurana, 2010:124), who 
proposed a normative model of contingency theories, addressing “leaders’ types of 
participation” in decision-making processes.  
Daft (2015:81) defines the Vroom-Jaco contingency approach as a “model that 
focuses on varying degrees of participative leadership, and how each level of 
participation influences the quality and accountability of decisions”. The Contingency 
leadership theory mainly involves the Situational leadership theory and the path-goal 
leadership theory. 
2.8.4.1 Situational-leadership theory 
The contingency theory characterises situational variables, according to three factors, 
namely: leader-member relations, task structure, and position power. The relevance 
of the categories as a practical measurement scale of the contingency model is 
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demonstrated in Figure 2.9, distinguishing between good and poor leadership, 
according to the  mentioned three factors: 
Figure 2.9: The categories and measurement scale of the contingency model 
 
Source:  Fiedler (1967) and Northouse (2010:112) 
Task-oriented leadership styles imply a controlled structural environment, where 
leaders have authority and control over tasks. Daft (2015:71) defines task structure as 
“the extent to which the tasks are performed by the group, are defined, involve specific 
procedures”. Guidelines and requirements to perform tasks are clearly spelt out to the 
subordinates. The structural environment is generally characterised by specific 
guidelines on how to perform this task, few alternatives to perform a task, and limited 
corrections are available to complete a task.  
Northouse (2010:113) refers to Macdonald’s controlled environment guidelines on 
how workers should clean a milkshake machine. Examples of ill-designed structures 
include tasks, such as research and development and strategic planning, which are 
highly creative environments with a low degree of structure (Daft, 2015:71). 
The power position in the situational theory involves the amount of authority a leader 
has to reward or punish his subordinates. An indicator measurement instrument of the 
amount of authority a leader has includes a leader’s authority to recruit or dismiss or 
promote subordinates. Northouse (2010:115) highlights the contingency theory 
strengths, based on the empirical findings of understanding the situational impact on 
leadership, as well as the predictability of probable leadership effectiveness, based on 
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the LPC. The key relevance of this study is that the contingency theory supports the 
notion that leaders would not necessarily be effective in all the areas of leadership. 
Primary criticism involves an over-reliance on the LPC scale, which does not correlate 
well with other leadership measurement instruments, as well as the fact that limited 
solutions are offered to guide mismatches between leaders and situations (Northouse, 
2010:115). 
Daft (2008:70), however, hails the Situational Model of Leadership as a significant 
leadership approach, based on the notion that leaders support subordinates to 
accomplish tasks, including placing emphasis on the readiness of subordinates to 
perform tasks successfully. Furthermore, Hersey and Blanchard’s (cited in Daft, 
2015:70) emphasise the importance of leaders’ ability to diagnose when a subordinate 
is ready to perform a specific task. A subordinate’s readiness is based on “the level of 
education, skills, experience, self-confidence, and attitude” (Daft, 2015:71).  
The leadership-role approach correlates with emotionally mature leadership styles, 
which are discussed in Chapter 3. Daft (2015:70,71) identifies the following categories 
of subordinate’s readiness and leadership approach: 
 Low Readiness Contingency:  Leadership provides a directive style informing 
subordinates exactly what to do and how to perform tasks in a specified time 
line, with followers exhibiting low levels of understanding. 
 Moderate Readiness Contingency: A coaching style is adopted when followers 
demonstrate certain skills, but have confidence and the willingness to learn. 
Persuasion techniques and consensus building are often used by leaders to 
motivate their followers. 
 High Readiness Contingency: The leader adopts a supporting style, when 
followers are skilled and experienced; but they lack confidence in their abilities. 
The leader provides guidance; and acts as a source of advice to develop the 
followers. 
 Very High Readiness Contingency: Interesting leadership style is often adopted 
when followers are highly skilled, experienced and accept the responsibility to 
complete tasks. A general goal and authority to perform tasks is generally 
provided by the leader. Professionals, such as academic professors, lawyers 
and social workers generally fall into this category (Daft, 2015:70,71). 
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Figure 2.10 graphically illustrates the complexity and phases of leadership support to 
identify subordinates’ readiness to perform specific tasks, as are typically found in 
organisations. 
Figure 2.10: Phases of leadership support related to follower readiness 
 
Source: Adapted from Yukl et al. (2002) and Daft (2015:70) 
A further key in understanding how leadership styles fit a situation is provided by 
Fiedler’s classification. In situations that are highly favourable and highly unfavourable, 
a task-oriented leader is more effective. In situations that are moderately favourable, 
a relationship-oriented leader is considered to be more effective (Daft, 2015:75). 
2.8.4.2 Path-goal leadership theory 
The path-goal theory mainly involves how leader effectiveness can be improved by 
motivating subordinates to complete specific goals. The theory emerged during the 
1970s; and it is based on the work of Evans (1970), House (1971), House and Dressler 
(1974) and House and Mitchell (1974). The primary goal of the path-goal leadership 
theory is to “enhance employee performance and employee satisfaction by focusing 
on employee motivation” (House, 2010:125).  
Daft (2015:77,78), Rowe and Guerrero (2011:206) and Nohria and Khurana 
(2010:124) suggest a fourfold leadership behaviour classification under the auspices 
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of the path-goal theory. Supportive leadership is characterised by the leader being 
approachable and friendly. This enhances a working environment, where team 
members and subordinates are treated equally. The approach is also referred to as 
the people-oriented leadership style, focusing on subordinates’ well-being and 
personal needs. The directive leadership behaviour is closely related to the task-
oriented leadership, where the subordinates are specifically informed on how to 
perform tasks. The leader is largely involved in setting performance goals, standards 
of production and planning.  
Thirdly, the participative leadership involves subordinates in the decision-making 
process and in fighting opinions and suggestions. The fourth classification is based on 
the achievement-oriented leadership characterised by continuous improvement and 
encouragement towards high-quality performance. The implications of the four types 
of leaders’ behaviour differs from previous personality-trait leadership styles; since it 
provides for an adoptive approach, depending on the situational factors.  
It is important to note that this study involves executive leadership opposed to 
management, as discussed earlier. Based on the work of Selfridge (1864 – 1947, cited 
in Daft, 2015:78), Daft (2015:78) distinguishes between leaders and managers. 
Leaders depend on goodwill and inspiration, by using enthusiasm; while managers 
and bosses drive, depending on their authority; and they inspire by using fear to 
manage subordinates. Following on the fourfold leadership classification, Rowe and 
Guerrero (2011:206) highlight the leaders’ role in motivating subordinates, as 
proposed by the path-goal theory depicted in Figure 2. 
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Figure 2.11: The major components of the path-goal theory 
 
Source: Adapted from Northouse (2010) 
Eales-White (2004:13) highlighted the significance that leaders should engage with, 
and determine subordinate’s views on effective leadership style, and gain their insight 
and suggestions. Eales-White (2004:13) advocated that effective leaders should 
develop awareness and self-belief, support and provide feedback. An effective leader 
should display integrity in decision-making and share information. Effective leaders 
coach subordinates, admit mistakes and empower subordinates by delegating 
authority and responsibility. In doing so, Eales-White (2004:13), contextualises the 
impact of ineffective leadership practices by referring to the experience of Malaysian 
subordinates pertaining to Malaysian executive leaders as:  
[They] did not listen; [they] failed to delegate or simply, showed no interest in 
you, did not respect you, gave negative feedback to a third party, did not give 
praise when praise was due, criticism in front of others, took personal credit for 
other’s ideas, [and] always took control and bullied others (Eales-White, 
2004:4). 
Following on Eales-White’s (2004:13) notion that effective leaders should gain insight 
in subordinates’ experience, Daft (2015:75) agrees that leaders should purposefully 
engage with subordinates to gain insight. Figure 2.12 portrays specific leadership 
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activities, based on the Path-Goal model to gain insight and motivate subordinates 
(Daft 2015:75). 
Figure 2.12: Leadership activities to gain insight and motivate followers 
 
Source: Adapted from Daft (2015:75) 
Although the contingency theory is more adaptive and situationally flexible than the 
traits and behavioural theories, it is considered to be a contextualised leadership 
model. Limitations towards contingency theory are that it is complex to use, and 
difficult to apply. Nohria and Khurana (2010:124) points out that the theory is narrow-
based and primarily focuses on a leader’s work situation. The contingency theory has 
largely failed to specify how leadership processes may be contingent in the broader 
sense of institutional and organisational environments “including societal norms, 
cultural sensibilities, grass-national variations, and the demographic differences”.  
Northouse (2010:134) argues that the path-goal theory received limited empirical 
support. The primary criticism is that the path-goal theory could be counter-productive 
in an over-dependence on leadership directives and coaching, where the leader 
accumulates more stress, and less responsibility falls on the subordinates (Northouse, 
2010:135). 
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Path-goal theory provides significant insight to include in-training curricula to develop 
leaders and to train subordinates. The major application of the path-goal theory is to 
provide a set of recommendations on how leaders can address specific tasks. The 
path-goal theory provides a “road-map that gives directions on ways to improve 
subordinates’ satisfaction and performance”, which is a key element of emotionally 
mature leadership relationships (Goleman, 2004). The path-goal theory can be used 
at all levels in organisations to implement appropriate leadership styles. The path-goal 
theory is especially purposeful within the context of this study of human development; 
because it constantly reminds leaders that their central responsibility is to assist 
subordinates to attain their goals “in the most efficient manner” (Northouse, 2010:136). 
2.8.5 Inspirational leadership theories 
A new class of outstanding leadership theories (House, 2010:17), also referred to as 
inspirational leadership theories, has emerged (Daft, 2015). During the 1994 annual 
Global Leadership and Organisational Behaviour Effectiveness (GLOBE) conference 
in Calgary, Canada, the “outstanding leadership theories” emerged. A leadership 
definition representing various scholars across the globe based on anecdotal evidence 
united to formulate a working definition to counter the variance of leadership definitions 
in the leadership literature and theories (House et al., 2014:17).  
House et al. (2014:17) emphasise the leader’s ability to motivate and enable 
subordinates to accomplish tasks effectively. According to Weinberger (2003:58), the 
focus has shifted onto the influence that leaders could have on the emotions, motives, 
preferences, aspirations, and commitment of followers, as well as the structure, culture 
and performance of organisations (House et al., 2014:17). The new class of theories 
and associated leadership attributes that include charismatic and transformational 
leadership, is so relevant to emotional intelligence leadership theories that the 
definition is provided verbatim as: 
...symbolic leader behavior, visionary and inspirational ability, non-verbal 
communication, appeal to ideological values, and the empowerment of the 
followers by the leader, outstanding leaders transform organisations by infusing 
into them ideological values and moral purpose, thus inducing strong 
commitment, rather than by affecting the cognitions or the task environment of 
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followers, or by offering material incentives and the threat of punishment 
(House & Podsakoff, 1994:55).    
According to Daft (2015), the various transactional, transformational, and strategic 
leadership theories involve an integrated approach. The integrative approach consists 
of various elements, such as traits, behavioural, contingency, cognitive and moral 
theories. This framework of an integrated leadership approach might lay the 
foundation for the training model in this study, based on the executive leadership 
challenges discussed. In this study, charismatic leadership, transactional and 
transformational leadership will be discussed, as the umbrella of inspirational 
leadership theory. 
2.8.5.1 Charismatic leadership 
The term Charisma was used to describe leadership qualities based on followers’ 
perceptions in contrast to leaders’ traditional authority (Weber, 1947). Based on this 
development, various charismatic leadership theories emerged. Nohria and Khurana 
(2010:125) describe charismatic leadership as “the power of the leader’s personal 
abilities and talents to influence followers in a profound, extraordinary, and 
transformative way”. Nohria and Khurana (2010:125) caution that personality and skills 
have temporary value; if executive leaders do not have the ability to identify and adapt 
to changing business conditions.  
The essence of charismatic leadership is the authority and influence based on unique 
visionary attributes and the abilities to identify new possibilities and interject values 
(substantive rationality) especially in technically oriented organisations (formal 
rationality) (Nohria & Khurana, 2010:125). 
The significance of charismatic leadership is the new leadership theories that 
developed from an early-institutionalised industry during the 1980s. According to 
Nohria and Khurana (2010:125), some of the new theories that emerged include 
network structure (Kilduff & Krackhardt, 2008; Sparrowe & Liden, 2005), emotional 
intelligence (Goleman, 1995) and positive organisational processes (Cameron & 
Lavine, 2006; Cameron, 2008). Integrating classic with more recent literature is in 
alignment with the notion of Boellstorff (Bryman, 2012:705) that scholars should 
engage in literature and compare different views, which are related to the research 
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question at hand. An example includes a reference to Stogdill (1948), Mann (1959) 
and Burns (1978) in the traits’ leadership theories discussed earlier.  
House et al. (2014: xvi) note that very few have trodden “where others have not (or 
hardly) gone before, to explore the universal effect of charismatic leadership”. 
Relevant to this study, House et al. (2014:xvi) highlight the value of empirical studies 
of charismatic leadership behaviours. House et al. (2014:xvi) promote the empirical 
findings by claiming that their “results point to the importance of leaders who are 
visionary, performance-oriented, inspirational, and decisive, and who personify high 
levels of integrity”.  
The same results concluded that charismatic leadership is a desired leadership 
behaviour and that team-oriented and human-oriented leadership were found to be of 
equal significance (House et al., 2014:xvi). 
According to Luthans (2011), charismatic leaders have the ability to influence and 
inspire their followers to overcome obstacles and become self-sacrificial in order to 
attain a goal. Self-sacrifice is a key attribute of emotionally mature leadership and 
authentic leadership (to be discussed in Chapter 3). Charismatic leaders emotionally 
influence followers by embodying “a gift of grace or exceptional magnetism” (Nohria & 
Khurana, 2010:314). Global leaders and executive leaders often extract obedience by 
means of the legitimacy of the institution or position, even if such leaders have limited 
personal appeal. Typical examples include positions, such as the Pope, or the 
President of a country (Nohria & Khurana, 2010:314). A South African example in line 
with Nohria and Khurana’s notion (2010:314) is that of President Zuma attracting large 
numbers of followers during “Freedom day” celebrations on the 27th April 2016, whilst 
during more or less the same time, the Economic Freedom Front (EFF) disrupted the 
SA parliament in protesting against President Zuma’s leadership style (Motsai, 2016; 
Nkomo, 2016).  
Nohria and Khurana (2010:314) distinguish between hard and soft power, which 
charismatic leaders often use to attract followers. Attraction could be as a result of the 
personal attraction of a leader, the effect of efficient communication, or the emotionally 
inherent charismatic appeal. During periods of uncertainty, leaders often revert to 
patriotic rhetoric, in order to inhibit public debate. Nohria and Khurana (2010:314) 
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caution against the risks of charismatic persuasion, propaganda and indoctrination 
practices. Hard-power tactics might include threats and inducements or rewards and 
bonuses to influence followers’ behaviour. A classic example is that of David Koresh 
in the mass suicide incident in Waco, Texas (Els, 2015:22).  
During 1994, an international training session was hosted by the Bureau of Alcohol, 
Tobacco, Firearms and Explosives (ATF) in the United States of America (USA), with 
the aim to introduce and develop new protocol, based on the mistakes made during 
the Waco incident. The advanced training included an in-depth analysis of Koresh’s 
indoctrination-leadership profile. The training was presented by the ATF, based on 
investigations prior to the Waco incident and post-research analysis conducted by the 
Federal Law Enforcement Training Centre (FLETC) in Brunswick, Atlanta, USA (Els, 
2015:22). 
Hard and soft power leverages by charismatic leaders are significant; because both 
attempt to gain by affecting and influencing the behaviour of others. Leaders can 
demand power by myths of invincibility, such as "the Stockholm syndrome", where 
captured hostages are attracted to their captors (Nohria & Khurana, 2010:317).  
Examples of charismatic leaders who are regarded as “great industrial titans”, who led 
their followers by inspiration include (Nohria & Khurana, 2010:317): 
 Andrew Carnegie and Thomas J. Watson of IBM, who led primarily by 
intimidation; 
 George Eastman of Kodak and Robert Noyce, who led primarily through 
inspiration, and 
 Steve Jobs, Martha Stewart, and Hyman Rickover are known for attracting 
followers by implementing a strong vision and “belief in their cause, and a 
reputation for success that attracts others, despite their bullying behaviour” 
(Nohria & Khurana, 2010:317). 
Tedlow (2003:115) conducted a 30-year empirical study involving 250 global business 
executives. The study identified five primary leadership traits, which were interwoven 
like a thread in the lives and careers of some executive leaders. These traits involve 
the courage to enforce a market-potential vision, convert the vision into a mission, with 
associated consistent messages to stakeholders, to under-promise and over-deliver 
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and adopting a philosophy to never look back. Tedlow’s (2003:115) findings relate to 
the notion of visionary leadership (House et al., 2014:xvi), as previously discussed. 
Opposed to the findings executive leaders however, often base charismatic leadership 
styles on Machiavellianism, which advocates that it is “more important for a prince to 
be feared than to be loved”.  
Kramer (in Nohria & Khurana, 2010:316) notes that British Prime Minister, John Major, 
was a more friendly and approachable person than Margaret Thatcher; yet Thatcher 
was a more effective prime minister, in spite of being more authoritative. Nohria and 
Khurana (2010:317) contend that all executive leaders should have a soft-power 
approach, especially within a small confident circle. Putting the soft power notion in 
context, Hume (Nohria & Khurana, 2010:317) claimed two centuries ago that individual 
leaders cannot survive alone; and that dictators need to attract a loyal “inner circle of 
henchmen to impose his [her] coercive techniques”.  
According to Hume (Nohria & Khurana, 2010:317), dictators such Hitler, Stalin, and 
Mao, were masters of coercion that “attracted and relied on [their] acolytes”. 
Nohria and Khurana (2010:318) highlight a key aspect of charismatic leadership of 
“Smart power”, which can be described as a combination of using hard and soft power. 
When hard-power undercuts soft-power, executive leadership becomes extremely 
challenging; as President Bush encountered after the first Iraq invasion. Luthans 
(2011) in agreement, argues that followers of charismatic leaders often identify with 
the mission of a charismatic leader. Followers reflect loyalty and admiration to the 
charismatic leader’s values and behaviours. Followers often portray confidence and 
self-esteem, based on an idealised relationship with the charismatic leader. Examples 
of charismatic leaders who positively impacted on followers’ lives include, Mother 
Teresa, Gandhi and Nelson Mandela (Mandela, 1994:555; Parks, 2014). Northouse 
(2010:177,178) hails Nelson Mandela as a leader “whose leadership exemplifies the 
charismatic factor”. Mandela is acknowledged as a leader with high moral values, who 
instilled a vision that brought about monumental change for the entire SA nation 
(Northouse, 2010:178).  
A recent example of follower behaviour towards a charismatic leader includes the 
global interest in Queen Elizabeth’s 90th birthday celebrations during April 2016. The 
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Queen’s birthday celebrations attracted global social media that highlighted the notion 
of modern-day charismatic leader-follower behaviour (Peek, 2016). 
There is a growing body of research support towards the significance of business and 
executive charismatic leadership and its positive influences (Nohria & Khurana, 
2010:125; Conger & Kanungo, 1987; Bass, 1990; Bennis & Nanus, 1985, Zaccaro, 
2007). The origin of charismatic leadership is, according to Bryman (1992; 2012:55) 
located in Max Weber’s (1947) approach; but it came to the forefront with the 
emergence of the new leadership theory in the 1980s. Howell and Frost (1989, in 
Bryman, 2012:55) investigated the possibility that charismatic leadership might have 
a positive impact in organisations.  
Bass and Riggio (2006) and Northouse (2010:171) suggested that the popularity of 
charismatic leadership might be because of the positive effect of motivation and 
follower development. Northouse (2010:16) argues that charismatic leadership 
catapulted to the global forefront during the presidential election campaign of Barack 
Obama. Supporting evidence of the positive impact of charismatic leadership, Jung 
and Sosik (2006) criticise other leadership approaches. They found that “charismatic 
leaders possess traits of self-monitoring, engagement in impression management, 
motivation to attain social power, and motivation to attain self-actualisation”.  
The positive impact of charismatic leadership for organisations to meet economic 
goals was highlighted by Katz and Kahn (1978).   
On the contrary, various scholars question the positive impact of charismatic 
leadership; and they rather highlight examples of failing companies under charismatic 
leadership (Khurana, 2003:14 cited in the Harvard Business Review, 2003:8). 
Examples of failing charismatic leadership practices in business include Kodak’s 
Whitmore and Ford’s CEO Nasser (Khurana, 2003 cited in the Harvard Business 
Review, 2003:14). Overwhelming evidence, however, suggests that when companies 
are struggling with a crisis, they often revert to appointing outside charismatic leaders.  
Khurana (Harvard Business Review, 2003:14) highlights the following four key findings 
concerning charismatic leaders: 
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 Charismatic leadership appointments during crisis often worsen the company’s 
crisis; 
 There is no conclusive evidence that charismatic leadership positively impacts 
on an organisation’s performance;  
 Company boards mostly appoint high-performing and high-profile charismatic 
leaders, and 
 Charismatic leaders often deliberately destabilise organisations. 
Khurana (Harvard Business Review, 2003:14) postulates that faith in leadership could 
be indispensable and invaluable for effective executive leadership. If correctly 
managed, faith in executive leaders, products and employees can unleash an 
unlimited amount of innovation and productivity. Khurana (in Harvard Business 
Review, 2003:14) claims that extraordinary trust and faith during leadership 
appointments are often based on the power of the charismatic CEO leadership in the 
hope of business success.  
2.8.5.2 Transactional leadership 
Linden and Fertman (1998, cited in Hannum et al., 2007:394) distinguish between 
transformational and transactional leadership. Transformational leadership is focused 
on how leaders exert their leadership abilities to influence followers. Transactional 
leadership revolves around the leadership process directed at followers to achieve an 
end-goal, such as facilitating meetings, instructions and decision-making (Hannum et 
al., 2007:391). Transactional leadership primarily consists of contingent rewards (also 
referred to as constructive transactions), management-by-exception and laissez faire 
management styles (Barling et al., 2000:15). Following on Barling et al. (2000:15), 
Hannum et al. (2007:5) describe transactional leadership as “an exchange of 
something that has value for both the leader and the follower”. Contingent reward 
entails the extent to which leaders set goals, make contingent rewards on goal 
attainment, performance outcomes, sourcing required resources, and selecting and 
providing rewards, when goals have been met (Hannum et al., 2007). 
The concept of management-by-exception refers to the degree in which leaders 
engage and intervene, when problems occur (Rowe & Guerrero, 2011:260). Active 
management-by-exception refers to the monitoring process by leadership of follower 
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performance, including the record keeping of mistakes. Passive management-by-
exception refers to leadership involvement, when performance mistakes are brought 
to their attention. Prior to this stage, leaders are often not aware of performance 
problems, until these are brought to their attention. Laissez-faire leaders avoid 
responsibilities by being absent when they are required to make decisions (Barr & 
Dowding, 2012:17).  
A further characteristic of laissez-faire leadership is their failure to provide feedback or 
to follow up on requests (Barr & Dowding, 2012:17). 
2.8.5.3 Transformational leadership model 
According to Barling et al. (2000:157), the transformational leadership has probably 
attracted more empirical scrutiny than any other theory in the leadership literature. 
Also Northouse (2010:171) and Lowe and Gardner (2001) believes that 
transformational leadership occupies a central position in the leadership studies. 
Transformational leadership is associated with the person-focused behaviour cluster, 
primarily involving the following leadership elements, namely: transformational, 
consideration, empowerment and motivational aspects (Burke, Stagl, Klein, Goodwin, 
Salas & Halpinet, 2006).  
Bass (1985) building on the work of Burns (1978) and House (1971) emphasised that 
within the transformational leadership domain, the followers’ needs are prioritised 
above the needs of the leader. Bass’s (1985) contribution focused on the emotional 
intelligence and significance of charismatic leadership in developing the 
transformational model (Northouse, 2010:176). The initial engagement of emotional 
elements to influence followers was aimed to increase production beyond 
expectations. This was based on three factors (Bass, 1985:20). The factors include: 
increasing the levels of consciousness about the significance of goal attainment, 
downplaying self-interest in favour of group-achievement and motivating followers to 
higher levels (Northouse, 2010:176). 
Hannum et al. (2007:5) define transformational leadership as “a process that leaders 
and followers engage in that raises one another's level of morality and motivation by 
appealing to ideals and values”. According to Barr and Dowding (2012:62), 
transformational leaders use motivation and elements of visionary leadership to 
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change the perception of reality. Barr and Dowding (2012:62) describe the profile of 
transformational leaders as committed individuals with long-term visions, a desire to 
empower others; and they show an interest in the consequences. Based on this 
study’s nexus, Northouse’s (2010:177) reference to transformational leadership is 
closely related and resembles emotional intelligence-based leadership. According to 
Northouse (2010:176,177), transformational leadership involves the improvement of 
performance, and developing followers to their fullest potential (Avolio, 1999; Bass & 
Avolio, 1990).  
Transformational leaders exhibit strong internal values and ideals; and they are 
effective motivators for “the greater good than their own self-interests” (Antonakis, 
Avolio & Sivabramaniam, 2003:264). 
The absence of afore-mentioned attributes and attitudes, especially in the examples 
discussed in this study of executive South African leaders’ failures, might be at the 
core of the research question under study; and it is therefore regarded as being of 
extreme significance. Furthermore, the leadership mentality to develop people to their 
“fullest” capacity is in line with the emotional-lens approach, defining human 
development as “putting people as their ultimate objective” (Vrbensky’s, 2014:3). The 
issue of self-interest discussed earlier in terms of destructive forms of executive 
leadership, including the issue of financial gains and “bigger profits” (May, 2010:31) 
strengthens the over-arching nexus in this study. The afore-mentioned line of 
reasoning represents a practical example of Northouse’s (2010) notion of theory 
building and metaparadigmatic approach developing from earlier studies (Burrell & 
Morgan, 1979; Lincoln, 1985; Gioia & Pitre, 1990:585; Lewis & Grimes, 1999:673-
676).  
The following leadership behaviour closely related to emotional intelligence is used to 
describe the role of transformational leaders (Barr & Dowding, 2012:62): By using 
charisma, individualised consideration and stimulation, transformational leaders 
increase effectiveness and the levels of satisfaction of followers (Bass & Avolio, 1990). 
Transformational leaders employ idealised influence, intellectual stimulation, 
inspirational motivation and individualised consideration. Northouse (2010:176) 
describes the transformational leadership behaviour firstly as idealised influence, 
referring to charismatic influences that enhance the levels of moral and ethical 
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conduct. The relationship between leaders and followers is based on mutual trust. The 
confidence and pride portrayed by the leader instil a sense of pride towards a 
collaborative team spirit (Northouse, 2010:176).  
Secondly, inspirational motivation involves using emotional appeals and symbols to 
enhance the leadership and follower relationship. Leaders challenge the status quo 
and take a stand on controversial issues. Leaders become role models for followers 
(Northouse, 2010:176). Thirdly, intellectual stimulation by leaders encourages creative 
and innovative methods to identify problem-solving solutions by challenging beliefs 
and values in organisations (Northouse, 2010:176). Fourthly, inspirational motivation 
occurs when leaders use motivation and communication to heighten expectations and 
encourage participation to achieve a shared vision (Northouse, 2010:176). Finally, 
individualised consideration occurs when leaders treat followers as individuals, and 
play a strong mentoring or coaching role. Followers are empowered to become self-
actualised. This correlates with the nexus in this study (Northouse, 2010:176). 
Not all transformational leaders have a positive impact on followers – largely because 
of leaders’ high visibility in societies and leaders’ tendency to concentrate on the 
bigger picture scenario. Transformational leaders are often criticised for their 
unwillingness to spend time in facilitating the implementation processes; and they are 
therefore experienced as being autocratic leaders (Barr & Dowding, 2012:63). 
Transformational leaders tend to exercise excessive power and control over followers 
to influence their behaviour (Barr & Dowding, 2012:63). The use of excessive control 
to influence followers’ behaviour relates to Burn’s (1978) notion of leaders that inspire 
followers to higher levels of morals and motivation. Values, such as liberty, equality 
and humanitarianism are often promoted above values based on individual benefits.  
Following on May’s (2010:31) notion of destructive leaders, Barr and Dowding 
(2012:63) distinguish between transformational leaders that had a positive impact on 
society or in their field of leadership, as opposed to transformational leaders that 
negatively impacted on society. Prominent leaders, who positively influenced their 
followers, include Pope John Paul II, Mahatma Gandhi, Martin Luther King, John 
Kennedy and Nelson Mandela. Leaders who negatively influenced followers are 
Charles Manson, David Koresh, Adolf Hitler and Saddam Hussein (Barr & Dowding, 
2012:63). 
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One of the prominent characteristics distinguishing transformational leaders from 
transactional leaders is their tendency to value empathy, excellent communication with 
followers and friendliness to motivate their followers (Barr & Dowding, 2012:63).  
Based on the dominance of transformational leadership in leadership theory, 
substantial evidence and scholarly consensus support the notion that transformational 
leadership is hailed as an effective form of leadership (Northouse, 2004; Yukl, 1999).  
In line with this study’s focus on the role of executive leadership to enhance human 
development inspired by emotional maturity, Northouse (2010:185) highlights the 
strengths of transformational leadership.  
These strengths include a strong visionary element in line with societal norms of 
leadership’s responsibility to implement change. Participatory leadership, involving 
everyone’s needs, enhances the empowerment of others. The heightened and up-
lifting moral dimension of leadership sets the framework to disregarded mentioned 
poor coercive leadership practices, such as those of Koresh and Hitler. The final 
strength is empirically based. A Multi-Factor Leadership Questionnaire (MLQ) is one 
that positively links to transformational leadership with “subordinate satisfaction, 
motivation and performance” (Yukl, 1999). 
Based on the empirical findings by Yukl (1999) and Northouse (2010:188), the 
following weaknesses towards transformational leadership were identified. Firstly, the 
lack of conceptual clarity and overlapping with charismatic leadership is a concern. 
Secondly, the MQL measurement and correlation is to narrow the gap between 
transactional and laissez-faire factors, in order to encourage transformational 
leadership. Thirdly, the behavioural perspectives are more highly valued than the trait 
characterisation.  
The trait element is strongly related with transformational leadership, in that the 
prominence on “one-person” involvement to initiate change is portrayed. The tendency 
to label a transformational leader with “special qualities to transform others” is widely 
criticised. Fourthly, earlier criticism suggested that an individual leader who exerts 
power over his followers is too “elitist and anti-democratic”. Northouse (2010:189) 
however, counter-argues by pointing out that research has failed to include the impact 
of shared leadership and “reciprocal influence”. A final criticism is levelled at the 
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potential of leadership abuse. This factor is, however, dealt with in the afore-mentioned 
section on charismatic leadership and the use of power as a leadership attribute. 
The relevance of transformational leadership for this study is that it provides a broad 
set of generalisations of expected leadership behaviour in the context of 
transformation and change, in contrast to other leadership theories (Northouse, 
2010:190). The current SA political landscape, as a result of the first democratic 
election in 1994, affords the research opportunity to develop a training model, in which 
the primary theme is that of transformation and leadership development. Executive 
leadership failures, as discussed in the context of a relatively new democratic political 
environment, furthermore, highlight the urgency of developing executive leadership, in 
both the public and private domain, as opposed to well-established political systems 
that have developed over centuries.  Transformational leadership provides a firm 
foundation to develop a theoretical model, which strongly correlates with emotional 
intelligence-driven leadership. The emotional nexus in this study is further supported 
by Northouse’s (2010:190) notion of the application of transformational leadership in 
terms of: 
 The emphasis of inspiration, innovations, and individual concerns; 
 Self-awareness of one’s own behaviour in relation to the needs of one’s 
followers; and 
 The changing dynamics in organisational structures. 
2.8.6 Individualised leader-member dyad leadership theory 
A closer analysis of the individualised leader-member dyad approach is appropriate, 
due to the relevance to the emotional intelligence nexus and the prominence of the 
individualised approach in the leadership theory and literature. The proposed authentic 
leadership and integrated executive leadership theories, discussed in Chapter 3, are 
linked to the individualised leader-member dyad leadership theory, especially 
pertaining to the high level of interaction and the notion of “special relationships” 
(Hauss, 2010:68; Els, 2015:168; Gilligan, 1982). Stemming from the individualised 
leadership theory, Daft (2008:52) draws attention to the relational leadership aspects 
of the dyadic theory.  
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This theory is concerned with the explanation and reasons why leaders have stronger 
influences and positive impact on selected followers in contrast to others. The essence 
is that individualised relationships between leaders and certain followers exist, and 
that the interactional behavioural patterns differ. The dyadic theory views leadership 
as a series of dyads, also referred to as “two-person interactions” (Daft, 2008:52).  
Daft (2008:52) describes the leader-follower interactions as “a unique relationship with 
each subordinate or group member, which determines how the leader behaves 
towards the member, and how the member responds to the leader”. The integral 
exchange process in the specific relationship development between leader-member 
dyads forms the basis of the approach. Daft (2008:52) notes that leaders fulfill the 
emotional needs of their followers by providing support, and thus improving their self-
worth in exchange for the followers’ commitment and increased performance. The 
level of exchange can either be “rich”, with a high level of “giving and receiving”, or 
with “poor” levels of exchange between the “dyadic partners” (Daft, 2008:52). Daft’s 
(2008:52) notion to the exchange process between executive leaders and followers is 
of special interest; as it counters the criticism levelled at the afore-mentioned 
transformational leadership. An expansion of the theory furthermore involves the 
notion of special relationship and leadership effectiveness, which is empirically well-
grounded in the field of conflict management literature (Burton, 1990:121; Bradshaw 
2007:83).  
In the South African context, the special relationship between Cyril Ramaphosa and 
Roelf Meyer has greatly enhanced the democratic political changes in the 1990s 
(Hauss, 2010:68, Els, 2015:168). When the two supreme executive leaders of the ANC 
and SA government, Nelson Mandela and FW de Klerk abandoned talks during 1990, 
it was the special relationship between Ramaphosa and Meyer that rescued the frail 
negotiation process (Miall, Ramsbotham & Woodhouse, 2001; Chazan, Lewis, 
Mortimer, Rothchild & Stedman, 1999).   
The dyadic theory emerged during the same time as the new South African democratic 
government during 1994. The yadic theory is characterised by four phases. The first 
phase resembles an awareness of relationships; the second phase deals with the 
specific attributes of the exchange relationships. The third intentional development 
strategies; and fourthly, it resembles the increased systems and networks (Daft, 
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2008:53). The first phase of relational awareness is also described as the vertical dyad 
linkage stage, referring to leadership traits and behaviours that impact differently on 
the followers (Daft, 2008:53). Depending on the relationship, groups are either “in-
groups or out-groups”.  
The second phase involves individualised relationships between leaders and followers 
(Daft, 2008:53). The third phase is based on partnership-building, where leaders 
engage with followers to improve the performance. The last phase involves creating 
leadership dyads across boundaries, in order to establish networks that enhance 
performance (Daft, 2008:53). 
2.8.6.1 Multi-factor Leadership Questionnaire (MLQ) 
Northouse (2010:190) notes that the Multi-factor Leadership Questionnaire (MLQ) is 
one of the most popular instruments used to determine leaders’ strengths and 
weaknesses, and to identify areas for improvement. The principal goal of the MLQ is 
to determine the degree to which leaders portray transformational and transactional 
leadership skills (Avolio & Bass, 2002; Heinitz, 2006, House et al., 2014:59). The 
value, as a measurement instrument, is that followers can assess their leaders’ 
effectiveness by using the MLQ. A particular area of significance for this study is the 
MLQ assessment to identify leaders who empower their followers to become leaders. 
(Avolio & Bass, 2002; Heinitz, 2006). The MLQ measures the following nine leadership 
factors, as indicated in Figure 2.13, pertaining to transformational, transactional and 
passive-avoidance, as discussed previously (Antonakis et al., 2003:265; Barling et al., 
2000:159). 
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Figure 2.13: Factors associated with the Multi-factor Leadership 
Questionnaire (MLQ) 
 
Source: Adapted from Barling et al. (2002:159) 
The MLQ also measures leadership outcomes, such as extra effort, individual, group 
and organisational effectiveness, and especially follower-satisfaction (Avolio & Bass, 
2002. The MLQ is a self- and multi-rater questionnaire, which contains forty-five 
elements (Antonakis et al., 2003:265). Earlier research problems led to criticism that 
the MLQ portrayed high levels of multi-collinearity, due to the use of high inter-
correlation scales to measure transformational leadership. Various empirical studies 
have used the Multi-factor Leadership Questionnaire (MLQ) and Confirmatory Factor 
Analysis (CFA) (as used in this study) was required to refine Bass’ multi-factor 
questionnaire model (MFQ) of leadership, including refining the MFQ survey process 
(Bycio, Hackett & Allen, 1995).  
A significant development was to split the factor “management-by exception” into two 
sub-factors, namely, active and passive factors (Avolio et al., 1999:443). Burns (1978) 
laid the MFQ conceptual basis, when he described transforming leadership. Significant 
to this study, Bass’s (1985) study involved the leadership role of seventy-eight 
executives empowering their followers to go beyond their self-interests for the good of 
the group. The study included prior charisma literature and empirical studies. The data 
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were factor-analysed using principal-component analysis into three transformational, 
two transactional, and a passive-avoidant laissez-faire factor (Bass, 1985).   
Avolio et al. (1999:457) acknowledged Burns’ (1978) contribution in introducing the 
constructs of transforming and transactional leadership, as a single continuum. 
Previous empirical findings suggested that the two leadership constructs could appear 
independently of each other, as two separate leadership dimensions. The positive 
correlations between the ratings of these two leadership styles in the empirical 
findings, however, suggest that leaders typically displayed both transformational and 
transactional leadership roles (Avolio et al., 1999:457; Bass & Avolio, 1993).  
Antonakis et al. (2003:266) further point out that transformational factors were 
previously grouped under leadership behaviour, thereby reinforcing scales, such as 
inspirational, motivational and individualised considerations, which are in fact two 
distinct theoretical constructs. 
Antonakis et al. (2003:267) identify three contextual factors that could also have an 
impact on the use of MLQ. The contextual factors are firstly, environmental risk with 
varying leadership expectations in stable versus critical situations, secondly leader-
hierarchical level, which could affect behavior, and thirdly, leader-follower gender-role 
behaviour, which may differ, because the prototypical expectations of followers could 
influence how leaders are rated.  
The MLQ has been used extensively and it is regarded as a valid and reliable in a 
multi-cultural environment, including multi-cultural organisations (Antonakis et al., 
2003:264). Various multi-national institutions and businesses that have used MLQ 
(Antonakis et al., 2003:267) found it to be effective in diverse settings, including the 
Israel Defense Force, the Canadian Prison Service, the United States Army and 
Chinese State-run industries (Nohria & Khurana, 2010:750,751). 
2.8.7 Contemporary leadership theories and styles  
Emerging leadership theories include the upper echelons’ leadership theory, the full-
range leadership model, the culturally endorsed implicit-leadership theory and the 
Afrocentric leadership theory. 
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2.8.7.1 The Upper Echelons’ leadership theory 
The upper echelons’ theory involves the “top management teams” (TMT) role and 
function in large organisations or institutions (House et al., 2014:35). The nature and 
structure of a TMT is often influenced and decided by an executive leader. According 
to House et al. (2014:xvi), upper-echelon executives reshape organisational 
operations, according “to their own societal culture, and its value-based expectations 
concerning adequate leadership etiquette”. The influences by executive leaders in 
organisations are largely based on the cultural beliefs of these leaders. Comparative 
views by five executives from five different countries to illustrate the diverse 
perspectives on leadership are listed in Table 2.11 (House et al., 2014:35): 
Table 2.11: Comparative views by international CEOs 
Taiwan CEO Be tender as a dove and shrewd as a snake. 
Chinese CEO 
I believe that leaders should keep a certain distance from the 
followers. I do not put on airs; but because of the way I manage, 
people are all afraid of me 
U.S. CEO 
My strengths are in having a vision of where we are going, looking 
at things strategically, willing to take risks, and pushing the 
envelope 
Azerbaijan 
CEO 
To be effective, you must be able to pound the table; otherwise, 
no one will listen to you. If you are being familiar with your 
employees, they will be more careless and irresponsible 
Guatemalan 
CEO 
Our decisions are made in collaborative formats, where all of us 
discuss the issues; this helps us to function as a unified 
corporation; and we know each other so well that we can think on 
the same issues, and how to resolve them 
Source: House et al. (2014:35) 
2.8.7.2 Full-range leadership model 
The full range leadership (FRL) model of Avolio and Bass (2002) is based on earlier 
work and modified, to integrate the trait, functional and situational theories, including 
the skills, attitudes and behaviours that are required in organisations. The FRL model 
presupposes that different phases of an organisation’s evolution require different 
leadership skills at different times. From this perspective, an integrated approach 
simultaneously addresses business cycles, organisational levels, the needs of 
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different business units and personal developmental needs (Avolio & Bass, 2002). The 
FRL outcomes are focused to match the leadership types with relevant skills, and to 
align team and individual leadership development to business objectives.   
In order to contextualise transactional and transformational leadership, Figure 2.14 
describes the full range leadership model, which includes a basic measurement 
indication of effective versus ineffective, and passive versus active leadership roles. 
The basic measurement model is an important guideline for various relevant 
leadership factors and elements available for executive leaders, in order to enhance 
human development. Executive leaders can thus use the measurement model to 
evaluate themselves in terms of tasks and areas of improvements, to enhance human 
development.  
Figure 2.14: Practical leadership measurement instrument Full Range 
Leadership Model 
 
Source: Adapted from Bass and Avolio (1990, Northouse, 2010:178) 
The key to interpreting Figure 2.14 involves the LF, non-leadership laissez-faire 
approach. The three transactional leadership approaches consist of MBE-P, 
management-by-exception (passive), MBE-A, management-by-exception (active) and 
CR, contingent-reward approach. The transformational leadership considered most 
effective for improving organisational effectiveness consists of the 4 I’s dimensions 
comprising: idealised influence; inspirational motivation; intellectual stimulation and 
individualised consideration. 
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2.8.7.3 The Culturally Endorsed Implicit-Leadership Theory   
In order to create a global leadership theory catering for the Eastern and Western 
countries, a new instrument called ‘The Leader Attributes and Behaviour 
Questionnaire” was formulated and facilitated by GLOBE (House et al., 2014:18). To 
ensure that a new instrument was based on the empirical findings and not influenced 
by the previous or existing leadership instruments and scales, the new instrument was 
developed from scratch (House et al., 2014:18). The Western, such as the African 
cultures, are influenced by the “ideological nature of patriarchy” (Coetzee, 2001). 
The instrument was created for those countries with relatively high “Power Distance 
of Values” leadership styles, such as Russia and Iran, with strong powerful leaders, 
leading high-powered distant societies (House et al., 2014:19).  
The new instrument design focused on an all-inclusive approach towards any cultural 
differences. Including those societies where children typically learn that the father is 
the ultimate authority in the family and they therefore strongly admire, respect and 
revere the father. This authority system in families is based on a patriarchal social 
system much like the African culture where adult males exercise primary power and 
leadership roles (Coetzee, 2001). In other instances, the strong elements of autocratic 
leadership and cultures that dominate adult employees’ behaviour in organisations, 
were also taken into account (House et al., 2014:18). As mentioned, the new 
instrument went beyond leadership constructs in current literature and the research 
studies, such as charismatic, transformational leadership or dyadic leadership styles. 
The instrument contained leadership attributes, reflecting a wide variety of personality 
traits, skills, behaviours and styles. The cross-culturally designed instrument included 
leadership behaviour and attributes that measured a wide range of theoretical 
leadership constructs (House et al., 2014:19).  
The research study involved 17,000 respondents from 62 societies; and it was based 
on 382 attributes, which were redefined, 112 leadership attributes and behavioural 
items (House, 2004; House et al., 2014:19).   
The following six global leadership dimensions emerged from the GLOBE (House et 
al., 2014:19) study. Firstly, Value-Based leadership is defined to reflect the ability to 
inspire, motivate, and expect high performance outcomes from others, based on firmly 
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held core values. Secondly, Team-Oriented leadership emphasises effective team 
building and the implementation of a common purpose or goal among team members. 
Thirdly, Participative leadership reflects the degree to which managers involve others 
in making and implementing decisions. Fourthly, Humane-Oriented leadership 
provides supportive and considerate leadership; but it also includes compassion and 
generosity. Fifthly, Autonomous leadership is a newly defined global-leadership 
dimension referring to independent and individualistic leadership attributes. Finally, 
Self-protective leadership is grounded in a Western perspective that defines global 
leadership dimensions. It is focused on ensuring the safety and security of the 
individual and the group through status enhancement and face-saving (House et al., 
2014:19-22).  
2.8.7.4 Afrocentric leadership theory 
Afrocentric leadership, which is different from Western leadership, refers to the 
leadership approaches on the African continent (Chukwuokolo, 2009). The legacy of 
European colonialism negatively affected Africa in terms of psychological, economic, 
cultural and political identity (Chukwuokolo, 2009). Chukwuokolo (2009) describes the 
colonial legacy as, “Africa under colonial bondage” in terms of social-political bondage, 
slavery, economic exploitation, racial and cultural devastation. In the process of 
colonialism, Africa’s religious and philosophical bases were influenced by two major 
choices. Firstly, denial of African identity; and secondly, fostering Western influences 
on African traditions and cultures (Chukwuokolo, 2009). The result was that 
Europeans subtly influenced Africans to accept social, political and developmental 
perspectives based on Western cultures and philosophies (Chukwuokolo, 2009). 
Afrocentrism developed away from the “colonial mentality”; and it ignited “the flame 
spirit of freedom and nationalism”. Afrocentrism led to two developments, namely: the 
struggle and subsequent freedom, and the emergence of self-pride and the dignity of 
African identity (Chukwuokolo, 2009). The effects of Africans, who have adopted the 
Western culture during Colonialism, were “left behind” and developed “low self-
esteem” (Chukwuokolo, 2009).  
The manifestation of the Afrocentric movement, which involved Africans and Afro-
Americans, played a major role in re-shaping African identity, ideology and cultural 
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ownership (Chukwuokolo, 2009). Chukwuokolo (2009) argues that multi-culturism is 
central in understanding the concept of Afrocentric leadership and human 
development in Africa. According to the Merriam-Webster (2013), multi-culturism is 
defined as “The emphasis in education on encouraging and understanding of and 
appreciation for the contribution and cultural identities of various groups in a society”.  
Hawle (2001) views multi-culturism as denoting diversity of disability, sexual 
orientation, culture, language, gender or race in a society. 
Afrocentric leadership is largely shaped by cultural, norms, beliefs, folklore, mythology 
and social identities (Meyer & Boninelli, 2004; Hofstede, 1994; Booysen, 2001). The 
primary difference between Western and Afrocentric leadership is based on their 
cultural identities and the impact thereof. Decision-making within the Afrocentric 
leadership context is generally based on power relations opposed to consensus 
among leaders and followers (Booysen, 2001; Khoza, 1994). According to Booysen 
(2001), the role of women in terms of governance is highly valued and accepted. 
Culture plays a major role in the African traditional-leadership context, where 
communal values are a key source in creating and maintaining inclusive communities 
(Ngambi, 1999). Leaders often remain loyal to traditionalism, communalism and 
teamwork, which are the basis in the Afrocentric school of thought (Nzeilbe, 1986). 
Traditional ceremonies and alternative health-care healers are central in cultural 
beliefs. The fact that praise singers and worshippers often accompany the opening of 
parliament of the inauguration of new South African Presidents highlights the deep-
rooted cultural beliefs and influences (Levy, 2013). The significance of global leaders 
to understand the intrinsic values of Afrocentric leadership is to respect and to 
acknowledge the cultural diversity, when engaging in business negotiations (Meyer & 
Boninelli, 2004).  
The Ubuntu philosophy is deeply embedded in Afrocentric leadership, which is based 
on collective unity, intimacy, group care and emotional support, where conformity to 
the group values and norms comprise the anchor (Geldenhuys, 2006). In line with 
Afrocentric leadership principles, the primary values of Ubuntu are to promote 
expression through human dignity, sharing, compassion and collective parenthood 
(Geldenhuys, 2006). Geldenhuys (2006) also provides valuable insight into the 
leadership differences between Western and Afrocentric leadership styles. For the 
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purposes of this study, the substantial similarities between the two leadership 
approaches specifically pertaining to emotional intelligence elements are of 
significance. Pietersen (2005) identify the similarities as consensus, self-expression, 
trust, caring, empathy, fairness and listening. Although both leadership styles depend 
on group or team work, Afrocentric leadership is inspired by collectivism; and it is 
based on group consensus and group solidarity (Geldenhuys, 2006). 
Even in the context of the UN Human Development action plan towards 2030, 
understanding and reflecting Afrocentric leadership would enhance the success of 
addressing the challenges. Eurocentric and Western leadership practices, which are 
based on Western culture in developed countries, vastly differ from those on the 
African continent. International and transnational companies and institutions require 
transforming and adapting to local conditions, in order to conduct successful and 
sustained relationships (Robbins, Odendaal & Roodt, 2003). Issues include language, 
gender, and creed. The challenges facing human development in the light of the UN 
HDR 2015, is also to take into account, the fact that Afrocentric leaders need to 
transform, in order to make full use of technology advances and globalisation (Mbigi, 
2005). In order to understand Afrocentric leadership acknowledgement of the 
developing-world concept should be taken into account. 
The relevance of the Afrocentric Ubuntu leadership philosophy is that the collective 
and participatory approach is related to integrative leadership theories, including 
emotionally based leadership models, such as shared leadership, authentic leadership 
and gender-based leadership, which are discussed in Chapter 3. Critics remain 
skeptical of human development on the African continent; and they tend to view Africa 
as a “polarised society” isolated from developed countries.  
Based on the above-mentioned assumption, and viewing development as a holistic 
process, Chukwuokolo (2009) argues that human development on the African 
continent should involve all the “hallmarks of modern times” by the stakeholders. For 
Chukwuokolo (2009), a holistic approach to human development in Africa begins with 
an evaluation process of the cultural, normative, psychological and sociological 
stances of the various African societies. 
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2.9 SUMMARY 
This chapter has introduced and explored the past, current and future human-
development challenges, goals and opportunities primarily based on the Post-2015 
UN Report (Kamau & Donoghue, 2015).  The role, function and impact of executive 
leadership were discussed, along with a number of examples of leadership derailment 
and failures. The history, impact and central aspects of traditional leadership theories 
were discussed, as a background – in an attempt to understand current leadership 
approaches and behaviours. Contemporary leadership crises globally, and those on 
the African continent, have served as catalysts to define and identify the most relevant 
factors of leadership theories.  
Throughout this chapter, an attempt has been made to connect the elements, and to 
maintain a cordial nexus of emotional intelligence, executive leadership and human 
development. The outstanding factor that emerged in Chapter 2 was the overlapping 
of leadership theories, leadership traits and attributes. It was, however, clear that 
leadership theories and development expanded on the foundation of previous and 
earlier empirical work. Chapter 2 has thus provided an understanding and relevant 
framework to propose an ideal emotional training model for executive leaders to 
enhance human development. 
Building on Chapter 2, and especially on the leadership theories, Chapter 3 will explore 
a focused scope of emotional intelligence before introducing emerging integrative 
leadership theories, based on emotional intelligence that include authentic leadership, 
shared leadership, ethical leadership, gender-based leadership and leadership 
development and training.  
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CHAPTER 3 
EMOTIONAL INTELLIGENCE-BASED LEADERSHIP 
“Our deepest fear is not that we are inadequate; our deepest fear is that we are more powerful 
beyond measure. It is our light, not our darkness, that most frightens us. We ask ourselves: Who am I 
to be brilliant, gorgeous, talented and fabulous? Actually, who are you not to be? You are a child of 
God. Your playing small doesn’t serve the world. There’s nothing enlightened about shrinking; so that 
other people won’t feel insecure around you. We were born to make manifest the glory that is within 
us. It is not just in some of us; it’s in everyone. And as we let our own light shine, we unconsciously 
give other people permission to do the same. As we are liberated from our own fear, our presence 
automatically liberates others.” 
Extract from inaugural speech of President Nelson Mandela 
(Daft 2008:198) 
3.1 INTRODUCTION 
Bringing it all together, Goldsmith et al. (2003:xxi) confer that for any developmental 
effort, self-development and emotional intelligence are crucial elements for continued 
growth to personal mastery. Based on a multi-year study since 1997, Goldsmith et al. 
(2003:xxi) and various leadership scholars, such as Bunker et al. (2010:4) argue that 
global leadership requires “a new set of competencies blended with the wholeness of 
emotional experiences”. In pursuit of Goleman’s (2003:xxi) notion of emotional 
intelligence-blended wholeness; and the overarching three-tier cordial nexus of 
emotional intelligence, executive leadership and human development was selected to 
attain this study’s objectives. The primary driver for a leadership gear-change from 
more traditional leadership theories and approaches, as discussed in Chapter 2, is 
globalisation, as well as the emergence of a new paradigm leadership approach based 
on emotional intelligence. Apart from the political and social impact and the associated 
challenges, executive leadership changes in the global markets and economies; and 
this requires a new leadership paradigm (Bunker et al., 2010:121).  
Goldsmith et al. (2003:8) argue that the goal of global integration for leadership is to 
align and take advantage of “economies of scale and world-wide learning, while still 
responding to local needs”. Bunker et al. (2010:121) are some of the mentioned 
leadership scholars emphasising the need for newer theories by stating that:  
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The missing ingredient in leadership has many names and descriptions, such 
as authentic leadership (Luthans & Avolio, 2003), quiet leadership (Badaracco, 
2002), humble leadership (Collins, 2001), and connective leadership (Lipman-
Blumen, 1996); but they are all focusing on a type of relational competence 
commonly called emotional or, more recently, social intelligence (Goleman, 
Boyatzis, and McKee, 2002; Goleman, 2006). 
This chapter introduces the science of emotional intelligence as the foundation for 
discussing emerging leadership theories and specific leadership approaches related 
to emotional intelligence – in an attempt to identify the appropriate approach to 
develop executive leaders in SA. These theories, as an expansion of leadership 
theories discussed in Chapter 2, include Emotional Intelligent Leadership theory and 
the concept of Integrative Leadership – primarily based on the work of Passmore 
(2010) and Hatala and Hatala (2005) and Hatala (2008). Furthermore, leadership 
approaches, based on emotional intelligence are discussed, including authentic 
leadership, gender-based leadership, public-sector leadership, servant leadership, 
shared leadership and ethical leadership.  
Chapter 3 concludes with a summary – before embarking on executive-leadership 
development and training in Chapter 4.  
3.2 EMOTIONAL INTELLIGENCE 
Emotional intelligence is widely regarded and acknowledged as a well-established 
critical aspect of successful leadership. The higher the level of executive leadership, 
the more relevant and important emotional intelligence becomes (Hughes et al., 
2005:17). Passmore (2010:59) promotes the relevance and importance of emotional 
intelligence for executive-leadership development by highlighting an empirical finding 
by Hay/McBer (Goleman, 2000). This claimed that: “emotional (and social) 
competencies were found to be twice as important in contributing to excellence, as 
mere intellect and expertise; [and] emotional competence is particularly central to 
leadership, a role, which in essence is to get others to do their jobs more effectively”. 
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3.2.1 Defining emotional intelligence concepts 
Because of this study integrating emotional intelligence, executive leadership and 
human development, a number of emotional intelligence definitions will be discussed. 
The following definitions represent various areas of focus, including emotional 
competencies, skills, leadership behaviours and relational aspects of executive 
leadership.   
Emotional intelligence is concerned with the capacity to reason with one’s emotions 
and emotional signals, including using emotional intelligence, in order to enhance the 
thinking processes (Mayer, Salovey & Caruso, 2001:2; Hughes et al., 2005:12). 
Barling et al. (2000:157) emphasise the characteristics of emotional intelligence, 
accumulated by various schools of thought. These include understanding emotions, 
managing emotions and emotional self-control, including delaying gratification, in 
order to manage relationships. A central theme in emotional intelligence is the concept 
of self-management, based on which, Goleman (1998:37) described as recognising, 
motivating and managing emotions of one’s own feelings and that of others, in order 
to enhance relational leadership. 
In the framework of executive leadership to enhance human development Prins, Van 
Niekerk and Weyers (2011:48) define emotional intelligence as “…an array of non-
cognitive capabilities, competencies and skills that influence one’s ability to succeed 
in coping with environmental demands and pressures”. From an organisational 
perspective, Goleman et al. (2002:5) provide a leadership-oriented definition – by 
prioritising a leader’s responsibility to engage collective emotions in organisations 
towards a positive direction and avoiding “toxic emotions”. 
From a skills-based and empowerment perspective, using an executive leadership 
lens, the notion of emotional intelligence (Caruso et al., 2002:306) is significant in 
referring to the “ability to perceive, appraise, and express emotion” – based on feelings 
that facilitate thought and using emotional knowledge to enhance emotional and 
intellectual growth and capacity. Cooper and Sawaf (1997:xii) defined competency as 
being based on the power and emotional acumen as energy, motivation and creativity-
enabler of human interaction. Essential to effective executive leadership, Stone-
McCown, Freedman, Jensen and Rideout’s (1988) “six-second” outcome-based 
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model is significant to this study, proposing an integrative-process framework of self-
knowledge, inner thoughts and blended action for optimal decision-making.  
Hein (1996) introduced a different concept of emotional intelligence. He also 
distinguished between emotional intelligence and “EQ”, which is developed emotional 
intelligence as opposed to emotional intelligence, which is innate in all humans since 
birth – referring to aspects, such as feelings and thought emotions. “EQ”, as developed 
emotional intelligence could either be positive or negative, depending on learnt and 
past experiences. Hein (1996) defines emotional intelligence as “the innate potential 
to feel, use, communicate, recognise, remember, describe, identify, learn from, 
manage, understand and explain emotions”.  
3.2.1.1 Spiritual Intelligence 
In line with the integrative leadership theories discussed in this chapter, Shabnam and 
Tung (2013:325) emphasise the necessity of a combination of intelligence, emotional 
intelligence and spiritual intelligence for effective leadership. The higher the position 
an executive leader holds, the more important emotional intelligence and emotional 
competencies are required for cross-functional tasks (Shabnam & Tung, 2013:325). 
The highest level of executive leadership requires a higher spiritual intelligence 
competency level, which exceeds cognitive intelligence and emotional intelligence. 
Rowe and Guerrero (2011:46), Northouse (2010) and Goleman’s (1995, 1998) 
accumulative approach proposed emotional intelligence as encompassing social and 
personal competencies, consisting of empathy, communication and conflict 
management, motivation, conscientiousness, self-regulation, confidence and self-
awareness.   
A new intelligence, termed quantum intelligence or spiritual intelligence, involving an 
integrative process of surrounding reality, harmonising old and collective mentalities 
and “ensuring self-consistency” developed. Spiritual intelligence involves “harmony, 
peace and balance of intelligences”. Nita (2013:171) argues that emotional and 
spiritual intelligence both explain and provide a “vibration-energetic-informational” 
approach applicable for human development in all life realms in quest for human 
perfection, based on the notion of the “PERFECT MAN = DEIFIED MAN = FUTURE 
MAN”. The further relevance is the application towards managing mass-media, work-
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related stress environment, public sector leadership and organisational leadership 
behaviour and development (Nita, 2013:179). A spiritually intelligent leader displays 
intense moments of “excitement, enthusiasm, passion, pathos”.  
The essence of spiritual intelligence is encapsulated by Nita (2013) as “spiritual is the 
living, new and authentic man, that is a constant seeker of a new knowledge through 
personal experience”.  
3.2.1.2 Transpersonal human development 
Transpersonal human development is an emerging transpersonal psychology 
development that integrates the spiritual and transcendent aspects, as part of modern 
psychology, which could be described as “spiritual psychology” (Scotten, 1996). The 
relevance to this study is based on the elements and disciplines closely related to 
emotional intelligence. Following on the afore-mentioned spiritual intelligence, the 
related elements include higher personal potential, states of consciousness, beyond 
the personal of ego, mindfulness, positive psychology and spiritual awareness (Lajoie 
& Shapiro, 1992).  
Transpersonal development includes the origin, impact and relationships between the 
elements and disciplines (Scotten, 1996). Various empirical studies, including Wilber 
(1989) (integrative process) and Battista (Scotten, 1996), (combination of self-system 
and human psychology), developed theoretical frameworks linked to human 
development and the stages of personal development.  An in-depth understanding is 
not required for this study; but note should be taken of the role and impact that 
transpersonal human development fulfils as background to the aspects of “critical 
consciousness” (Mustakova-Possardt, 2003:6) and “sacred inner-self” discussed in 
this study (Zohar & Marshall, 2012:4; Wigglesworth, 2012:1; Safara & Bhatia, 
2013:412). 
3.2.2 Historical development of emotional intelligence 
Emotional intelligence can be traced back to the term social intelligence, which was 
proposed by Thorndike in 1920 (Salovey & Mayer, 1990; Barr & Dowding, 2012:180) 
emphasising the ability to understand emotions and to interact with others to 
strengthen relationships. During 1983, Gardner (1983) published “Frames of mind: 
121 
The theory of multiple intelligences”, thereby introducing the concept of multiple 
intelligences. The original concept included the following primary intelligences of 
verbal, mathematical-logical, spatial, kinaesthetic, musical and interpersonal, 
intrapersonal, and naturalistic intelligence. 
The construct of emotional intelligence was first published by Mayer and Salovey 
(1990, 1993:433). Mayer and Salovey (1993) contended that emotional intelligence, 
as a distinct cognitive ability, was a long-overlooked intelligence. Following on Mayer 
and Salovey’s (1993) work, Goleman (1995) focused on the motivational and relational 
factors of emotional intelligence. Since the 1990s, the concept of emotional 
intelligence has undergone exponential growth, impacting on new developments in 
leadership theories (Ciarrochi, Forgas, & Mayer, 2001). The new emotional 
intelligence developments included contextualising emotional intelligence, as a 
cognitive ability (Mayer & Salovey, 1997) and Goleman’s (2002) mixed-model focusing 
on social competencies, personality traits and behaviours (Ciarrochi, Chan and Caputi 
(2000) and Law, Wong and Song (2004) concur that the overwhelming variety of 
different emotional intelligence definitions are more complementary than 
contradictory, with only minor variations. 
The need to integrate emotional intelligence with effective executive leadership is 
promoted by Barr and Dowding (2012:180), who claim that an estimated 40% of 
executive leaders – especially in the health-care environment, fail within the first 18 
months after their appointment. The majority of executive leaders enhance personal 
leadership skills by means of formal education, experience, mental intelligence, 
emotional intelligence and relational abilities (Barr & Dowding, 2012:180). Vitello-
Cicciu (2002) argues that the causal significance of emotional intelligence has been 
overemphasised, because of a lack of empirical evidence supporting the relationship 
between emotional intelligence and success in the working environment.  
Barr and Dowding (2012), however, contend that contemporary scholars such as 
Goleman (1995) greatly contributed to establishing emotional intelligence as a science 
that governs logical approaches to explain human behaviour. The essence relevant to 
this study is centred on the conclusion of Barr and Dowding (2012:180) that emotions 
influence and explain leadership decision-making abilities, governed actions and the 
abilities to engage subordinates to attain organisational goals. 
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3.2.3 Emotional intelligence as an expansion of cognitive intelligence 
Central to this research effort are the underlying emotional intelligence elements, 
which enhance executive leadership’s development, performance and success (Barr 
& Dowding 2012:188). Kihlstrom and Cantor (2000) contend that intelligence is 
context-specific. Moving beyond traditional cognitive intelligence theories and 
psychometric perspectives, Sternberg (1988) argued that leaders often adapt to 
changing working environments that should be taken into account, in order to fully 
comprehend the impact of intelligence.  
Executive leadership development is often influenced by stages of consciousness that 
could vary, change, or remain constant, according to the working conditions (Wilber, 
2006:5). The varying stages could influence leadership behaviour, including the 
various stages of ego development (Loevinger, 1976), the stages of cognitive-moral 
development (Kohlberg, 1984; Gilligan, 1982), the stages of spiritual development 
(Fowler, 1996) and the stages of individual or collective psychosocial development 
(Gebser, 1986).  
Wilber (2006) contends that the varying stages impact on leadership development and 
can enhance leadership capabilities, such as awareness, intelligence, creativity, 
morality and wisdom. Based on the afore-mentioned leadership stages of 
development, Gardner’s (1993) notion of multiple intelligences can be conceptualised 
in terms of kinaesthetic, cognitive, emotional, social, moral and spiritual intelligences.  
Based on Thorndike’s (Thorndike & Stein, 1937) concept of social intelligence, 
Sternberg’s (1988) notion of changing environments and Gardner’s (1993) notion of 
multiple intelligences, three intelligence clusters are relevant to this study, namely: 
abstract, concrete and social intelligence (Peltier, 2010:214). According to Barr and 
Dowding (2012:180), abstract intelligence refers to the ability to understand and 
manipulate verbal and mathematical symbols; whereas concrete intelligence is the 
ability to understand and manipulate objects. Of particular relevance to executive 
leadership development, is social intelligence, which is the ability to understand and 
relate to people. Further empirical developments, based on the complexities of intra- 
and inter-personal intelligences, resulted in the development of “successful 
intelligence” and “practical intelligence” notions (Goleman, 1998; Saarni, 1999, Prins 
et al., 2011:53). 
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Goleman’s (1995) definition of emotional intelligence paved the way for further 
scholarly debate and empirical research – to acknowledge emotional intelligence as 
equally, if not of greater significance than cognitive intelligence related to executive 
leadership effectiveness and performance successes. A meta-analysis concerning 
leadership performance found that cognitive intelligence and other mental abilities only 
accounted for 8% of variation (Bunker et al., 2010:98). Bass (2002) asserts that 
multiple intelligences enhance transformational leadership effectiveness. It should be 
noted that merely understanding emotional competencies, such as self-awareness, 
self-discipline and empathy is not enough, and that implementing and using emotional 
competencies is the core of emotional intelligence for effective executive leadership 
(Hay Group, 2004). 
3.2.4. The neuro-anatomy of emotional intelligence 
Scientists have identified a relationship between brain function and emotional 
intelligence behaviours (Davidson, Jackson, & Kalin, 2000). The amygdala is linked 
with limbic pathways to the prefrontal cortex, which is considered to be the brain’s 
executive centre (Goleman, 1995; Davidson et al., 2000). Identified emotional 
behaviours related to the amygdala and prefrontal cortex include self-awareness, self-
management, motivation, empathy, and relationship management (Damasio, 1994).  
Goleman et al. (2002:44) furthermore note that the amygdala in the brain processes 
and “stores” the emotions associated with memories. An important link between 
emotional learning and the plasticity of the amygdala highlights the role of 
neuroscience and biological changes (Davidson et al., 2000). Prins et al. (2011:23) 
refer to the animal research of Davidson et al. (2000:904) on the positive effects of 
maternal care during changing biological environments, which produce positive 
responsive behaviour to stress.  
3.2.4.1 Chemical substrates related to emotional intelligence 
The underlying complexities related to emotional experience and the human body that 
influence behaviour and hormonal responses, are emphasised by Prins et al. 
(2011:25).  Pert (1999) proposed a secondary system of synaptic neural circuitry that 
circulates chemical information substances by means of extra-cellular fluids 
throughout the body.  Emotions between the mind and body are connected via the 
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chemistry circulation in the body (Prins et al., 2011:25). The chemicals are the 
molecules or biochemical correlations of emotion that include neuro-peptides and 
receptors. Nodal points abound with neuro-peptide receptors in the human body 
receiving information via the senses of the nervous system (Prins et al., 2011:25).  
The neurons, which circulate information are “accessed and modulated by neuro-
peptides, as they process information, prioritising and biasing it to create unique, 
neurophysiological changes” influencing human behaviour (Prins et al., 2011:25). 
Prins et al. (2011:25) argue that emotions are not only bi-directional; but they are 
“delicately interwoven” in the bodily networks, enabling biochemical change and 
growth potential. In support of the relation between emotional intelligence and human 
behaviour, the Harvard Medical School mapped the physical differences in the brain, 
based on the emotional changes (Bradberry & Greaves, 2005:51).  
The Harvard studies found that the amount of “flow” between the emotional and 
rational brain centres impacts on the size and structure of brain tissue (Bradberry & 
Greaves, 2005:51). Further relevance to the Harvard study is the resilience associated 
with emotional intelligence that strengthens the immune system, including the brain’s 
ability to cope with emotional distress (Bradberry & Greaves, 2005:51). Kouzes and 
Posner (2007:204) found that stress mostly accompanies the pursuit of excellence. 
The executive leadership challenge, however, is to avoid negative impact brought 
about by stress from disruptive changes. The emotionally mature executive leader 
uses stress as a positive feeling to gain forward motion (Kouzes & Posner, 2007:204).  
In conjunction with the Harvard study findings, Pert (1999) provided scientific 
understanding of the relations between the human mind and the effect of physical 
health and emotional wellbeing (Prins et al., 2011:25) that is central to developing 
emotionally mature executive leadership (Stout-Rostron, 2014:131). Prins et al. 
(2011:25) acknowledge Pert’s (1999) proactive work; and they caution that it does not 
repudiate the existing knowledge. 
Hein (1996) contended that the concept of neuroscience and emotional intelligence-
influencing behaviour has exponentially grown. Emerging evidence suggests a 
relationship between the “emotions, brain chemistry, happiness, good health, and 
general success in life” (Hein, 1996). Hein (1996) further argued that the emotions are 
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the body’s communication system signalling the needs required to be healthy and 
happy. Emotions are deeply rooted over millions of years of evolutionary refinement 
in human behaviour, as survival instincts. Hein (1996) cautioned that by ignoring or 
not being in touch with inner bodily emotions, it could increase health risks or result in 
early death.  
Bradberry and Greaves (2005:51) are in agreement therewith; and they highlight the 
influence that emotional intelligence has on decreasing health-related outcomes, 
especially in terms of life-threatening illnesses. The issue of premature and untimely 
death of executive leaders is discussed in Chapter 5, relating to succession planning. 
3.2.4.2 The locus of control impacting on emotional wellbeing 
The empirical findings of Nikolaou and Tsaousis (2002) identified emotional 
intelligence and the locus of control significantly correlated with emotional wellbeing in 
a study focused on executive leaders. Expanding on the afore-mentioned link to 
physical health, Nikolaou and Tsaousis (2002) identified a relationship between 
emotional intelligence, psychological and physical health related to specific leadership 
styles. Of pertinent significance is that emotional intelligence correlated negatively with 
a leadership life style characterised by frequent smoking and drinking and positively 
with an improved quality of life (Nikolaou & Tsaousis, 2002).  
Another empirical study found a correlation between the high levels of emotional 
intelligence and improved quality of life and better general health among executive 
leaders (Nikolaou & Tsaousis, 2002). Various scholars support the notion of leaders 
being attuned to their “mental life”, which impacts on one’s general health (Stout-
Rostron, 2014:139). Stout-Rostron (2014:139) proposes that executive leaders should 
incorporate the following aspects in their work-balance lifestyle, namely: “appropriate 
diet, sleep and exercise”.  
In support, Van Dam’s (2013:32) empirical neuroscience findings identified new 
connection growth patterns in the brain enhanced by “sleep and the quieting of the 
mind”. Rock and Page (2009:421) conclude that continuous “potentiating” work of 
executive leaders requires three basic health and wellness elements of: “an integrated 
brain, a reflective mind, and attuned relationships”. The relevance to this study is 
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based on the assumption that executive leaders seldom discover their health status – 
until it is too late (Thamm, 2014).  
The role of executive coaches in one-on-one executive leadership development 
processes is of particular importance. Depending on the relationship between the 
coach and the executive leaders, coaches are perfectly positioned to identify and 
suggest timeous action pertaining to health effects (Whitmore, 2009; Goebel, 2013). 
3.2.4.3 The impact of positivity in emotional intelligence 
Görgens-Ekermans et al. (2015:2) postulate that positivity enhances emotional 
intelligence, which positively affects the supportive elements conducive for executive 
leadership success. Empirical evidence from various studies found a relationship 
between the positive affect and success (Görgens-Ekermans et al., 2015:2). The 
positive factors related to success include sound social interactions and the impact of 
support from others (Staw, Sutton & Pelled, 1994), sense of achievement and mastery 
(Luebbers, Downey & Stough, 2007), the role of self-esteem (Lucas, Diener & Suh, 
1996), psychological wellbeing (Fredrickson & Joiner, 2002), stress tolerance (Carver, 
Pozo, Harris, Noriega, Scheier, Robinson, Ketcham, Moffat & Clark, 1993) and self-
fulfilment and success (Ojeda, Flores & Navarro, 2011).  
Building on Avolio and Gardner’s (2005:316) notion of positive forms of executive 
leadership, Fineman (2006) has introduced the concept of positive scholarship that 
integrates various fields, such as positive psychology, positive organisational 
behaviour and positive organisational scholarship. Park, Peterson and Seligman 
(2004) argue that positivity entails past and present personal experiences of 
happiness, pleasure, joy, gratification, fulfilment, and wellbeing; and they instil future-
oriented expectations of success and optimism. Positivity is closely related to the 
leadership traits; and it is also associated with the core elements of “good character” 
that involve transcendence, temperance, courage, love, justice, wisdom and 
knowledge (Park et al., 2004).  
Cameron, Dutton and Quinn (2003) and Seligman (2002) contend that the concept of 
positive scholarship with accompanying positive experiences, positive traits and 
“positive deviance” act as agents to promote extra-ordinary leadership traits, which 
are termed “excellent”, “flawless” and “honourable”. 
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Positive psychology involves the study of positive emotion, positive character, and 
positive institutions (Seligman & Csikszentmihalyi, 2000). Similar to the afore-
mentioned positivity aspects, positive psychology, as an emerging science, is focused 
on optimal performance through empowering inner strengths (Prins et al., 2011:187). 
Positive psychology is also referred to as “psychofortology”, associated with the study 
of human strengths (Prins et al., 2011:4). Positive psychology relating to inner 
strengths is in alignment with the afore-mentioned notion of emotional aptitude, based 
on the meta-ability to use all possible resources to attain a goal or to overcome 
obstacles (Goleman, 1996:78). Based on McCraty and Childre’s (2002:37) 
observations, Stout-Rostron (2014:138) supports scientific evidence relating to the 
positive effects of giving attention and appreciation during conversations. During such 
conversations, positive emotions generate coherent “patterns of heart rhythms” 
referred to as “physiological coherence", which is in alignment with the notion of inner 
strengths (Stout-Rostron, 2014:138).  
The primary concepts of positive psychology are firstly based on expressing gratitude 
that benefits both the recipient and the leader, thereby conveying appreciation. 
Secondly, this can be accomplished by identifying and augmenting inner strength and 
authentic happiness to accomplish life satisfaction, as opposed to focusing on 
weaknesses (Barr & Dowding 2012:188). Scholarly consensus indicated that there is 
limited general theory focused solely on positive executive business leadership 
(Bennis & Nanus, 1985; House & Aditya, 1997; Yukl, 2006).  
3.2.4.4 Emotional intelligence-based neuro-leadership 
Neuro-leadership entails using neuroscience findings to improve leadership 
effectiveness (Barr & Dowding 2012:188; Stout-Rostron, 2014:131). Neuro-
leadership, as an emerging field of study, is related to leadership development, 
management training, change management, education, consulting and coaching (Barr 
& Dowding 2012:188). Providing a scientific framework of understanding and using 
emotions as innate bodily functions, can enhance leadership development pertaining 
to increased thinking ability, strengthen the ability to influence others, and successfully 
implementing and managing change (Barr & Dowding 2012:188).  
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The practical relevance to executive leadership is that neuro-leadership optimises 
human functioning by redressing imbalances to focus on positive outcomes. An 
underlying factor is that neuro-leadership emphasises success factors that are 
opposed to negative influences and failures (Barr & Dowding, 2012:188).  
Elaborating on Rock’s (2008) notion of SCARF domains in the social cognitive and 
affective-neuroscience literature, Barr and Dowding (2012:189) highlight the SCARF 
model, which can assist executive leaders to deal with challenges within a positive 
mindset. The SCARF model deals with Status, Certainty, Autonomy, Relationships 
and Fairness, as depicted in Table 3.1 that follows on the discussion in Chapter 2 
relating to executive leadership.  
Table 3.1: Comparative views by international CEOs 
Taiwan CEO Be tender as a dove and shrewd as a snake 
Chinese CEO 
I believe that leaders should keep a certain distance from the 
followers. I do not put on airs; but because of the way I manage, 
people are all afraid of me 
U.S. CEO 
My strengths are in having a vision of where we are going, looking 
at things strategically, willing to take risks, and pushing the 
envelope. 
Azerbaijan 
CEO 
To be effective, you must be able to pound the table; otherwise, 
no one will listen to you. If you are being familiar with your 
employees, they will be more careless and irresponsible 
Guatemalan 
CEO 
Our decisions are made in collaborative formats, where all of us 
discuss the issues; this helps us to function as a unified 
corporation; and we know each other so well that we can think on 
the same issues, and how to resolve them 
Source: House et al. (2014:35) 
Barr and Dowding (2012:189) acknowledge shortfalls and criticism of the emerging 
field of neuro-leadership; but they conclude on the positive influence and prospect for 
executive leadership development. The positive relationship between neuro-
leadership and executive leadership development delivers new insights in 
understanding emotional behaviour in an “understandable language”. Neuro-
leadership enhances understanding human emotional intelligence that could also 
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positively enhance teamwork and organisational cultural diversity (Barr & Dowding 
2012:188).  
3.2.5 Emotional intelligence competencies 
In an empirical study, involving 500 000 participants Bradberry and Greaves (2009:13) 
found that only 36% of the participants were in a position to accurately identify 
emotional feelings. Follow-up studies, involving 36 related emotional skills, concluded 
that emotional intelligence accounts for 58% of “performance in all jobs” (Bradberry & 
Greaves, 2009:20). Relevant to this study, Bradberry and Greaves (2009:21) also 
found that 90% of high-performer leaders scored higher levels of emotional 
intelligence. The same study found a strong correlation between high levels of 
emotional intelligence and higher salary earnings. Bradberry and Greaves (2009:21) 
found that “every point increase in emotional intelligence” represents 1300 dollars 
increase in annual earning.  
Following on the higher levels of emotional intelligence and earnings notion, Hughes 
et al. (2005) identified 15 core emotional intelligence competencies central to effective 
leadership. Of the 15 core emotional intelligence competencies; the following 
competencies have not been addressed in this study: assertiveness, independence, 
empathy, optimism and happiness (Hughes et al., 2005). 
3.2.5.1 The concept of self-science and self-leadership 
Self-awareness and self-management are two central competencies of emotional 
intelligence (Goleman, 1998; Bradberry & Travis, 2005:30). In the context of this study, 
the assumption can be made that self-awareness and self-management are the 
starter-pack of emotional intelligent-leadership development. Expanding on the 
findings of Gumusluoglu and Ilsev (2009), Silva’s (2015) cross-level relationship study 
of leadership, creativity and innovation emphasises the three authentic leadership 
dimensions of self-awareness, self-regulation, and positive modelling. Barnevik 
(2014:19) identifies awareness of one’s own strengths and weaknesses as a 
fundamental key to good leadership – especially if leadership behaviour demonstrates 
the ability to show humility in front of subordinates.   
130 
Eales-White (2004:14) found a relationship between effective leadership and good 
self-awareness. According to Eales-White (2004:14), ineffective Malaysian executives 
displayed excess control derived from uncertainty and fear of changes in the business 
environment. Based on Boyatzis’ (2002) theory of “self-directed learning”, Goldsmith 
et al. (2003:236) highlight five “discontinuity-discovery moments” suggesting that self-
awareness could result in sudden leadership changes. The self-discovery and learning 
processes relevant to leadership development are graphically depicted in Figure 3.1, 
indicating the circular growth path of identifying the “self” (Goldsmith et al. 2003:236). 
Figure 3.1: The self-discovery and learning process relevant to leadership 
development 
 
Source: Adapted from Goleman et al. (2002) and Passmore (2010:236) 
The key to interpret the self-discovery learning proses as illustrated in Figure 3.1, has 
a logical building-block and circular interactive effect on leadership development. 
The domain of the individual or the “self” is a central theme of emotional intelligence; 
and it requires in-depth analysis. Advancing from afore-mentioned self-analysis, and 
based on the earlier work of Flaherty (1999:83), concerning the three reality domains 
of “I, We, It”, Stout-Rostron (2014:111,112) proposes the competence domain model.  
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The competence domain model is significant; as it relates to the emotional intelligence-
based leadership paradigm inclusive of collective and shared leadership approaches 
(Goodmen, 2014: 25; By & Burnes, 2013:202; Goldsmith et al., 2003:4; Goleman, 
2004:39). The competence domain model is based on three domains, namely: the 
domain of the individual, the collective or community, and external or objective 
domains. The domain of the individual proposes the subjective individual’s perception 
of the world. The domain is accessed by means of self-observation and developing 
self-knowledge. The skills necessary to access the domain are self-observation, self-
management, self-remembering and self-consistency.  
Purpose, self-knowledge, self-correction and persistence are perceived as the 
competencies required. The basis of this domain is influenced by subjective qualities, 
such as vision, passion, integrity, trust and curiosity (Stout-Rostron, 2014:111,112). 
The domain of the collective or the community concerns “the we” collective perception 
of the world, which involves social practices, roles, rituals, meaning, narrative and 
values. Interaction through dialogue, conversation and relationships ensures access 
to the domain. The required skills to access the domain include communication, 
listening, setting standards, learning and innovation (Stout-Rostron, 2014:111,112). 
The qualities of the collective domain are empathy, reliability, openness, and faith 
(Stout-Rostron, 2014:111,112). The competencies are relationship, communication, 
leadership and inspiration that correlates with the key competencies of shared 
leadership (Bennis & Thomas, 2002), authentic leadership (Northouse, 2010:205) and 
servant leadership (Greenleaf, 1977), as discussed below.  
The domain of the external or objective world is characterised by science and 
technology, objective nature, empirical forms and processes. The basis of the domain 
involves objects, and access to the domain through observation, analysing, predicting 
and model building. The competences required include processes, technology, 
measurement and statistics; and the qualities of this domain are rigour, objectivity, 
persistence, creativity and focus (Wilber, 1996; Stout-Rostron, 2014:111,112). 
The following key concepts central to self-leadership warrant a brief overview, in order 
to fully comprehend the essence of emotional intelligence. Thornton (2008:148) 
defines the “self” as the centre of social, emotional and personal development. Self-
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awareness establishes and creates “personhood”, which through understanding and 
subjective experience enable relationships with others. Self-confidence refers to a 
belief in one’s own capability to achieve a task by selecting an appropriate approach 
(Goleman, 1998). Boyatzis (1982) acknowledged the significance of self-efficacy, as 
an element of self-confidence, which is related to superior job performance.  
McClelland (1998) identified self-confidence, as one of the key leadership attributes in 
a cross-sectional study involving 30 different behaviours. Emotional Self-control is the 
ability to maintain composure and to harbour inner impulsive feelings and emotions 
under control, and to refrain from negative counter-reactions, when provoked. In the 
context of this research, self-control is a key attribute for executive leadership – to 
resist temptation and to suppress personal needs – in the service of the common good 
(Goleman, 1998). Menchu (1986) refers to extraordinary leaders who sacrificed the 
“ego-based self in the service of higher purpose”. The notion of self-sacrifice is 
associated with acts of enormous compassion and kindness of altruistic self-sacrifice, 
and being supportive by assisting others in shaping behaviour for the good of society 
(Thornton, 2008:506).  
Self-actualisation is the pinnacle need of Maslow’s hierarchy of human needs, as 
transcendence (Cowan, 2003:65). Snyder and McCullough (2000:159) refer to the 
concept of self-actualisation as an intrinsic desire, whereby individuals anticipate for a 
“better human waiting to be discovered”. Self-management, according to Pretorius 
(2013:130), is highly organised, with a high degree of self-discipline, based on 
effective planning. Disorganised leaders tend to be busy and to micro-manage chaos. 
Disorganised leaders are characterised by being late for meetings, retiring home from 
work exhausted, and suffering from “busyness” (Pretorius, 2013:130).  
Contemplative self-leadership was proposed by Cameron (2008), as positive 
leadership that encourages behaviours to attain successful outcomes, while opposing 
negative behaviours that result in unsuccessful outcomes. Self-leadership is central to 
effective emotionally mature executive leadership. Görgens-Ekermans et al. (2015:6) 
used the revised self-leadership questionnaire (RSLQ), with 35 items to measure nine 
key self-leadership factors. These nine factors were: self-goal setting, self-reward, 
self-punishment, self-observation, self-cueing, natural rewards visualising successful 
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performance, self-talk and evaluating beliefs and assumptions (Görgens-Ekermans et 
al., 2015:6).  
The core finding is that emotional responses and behaviours can be learned and 
developed in individuals (Görgens-Ekermans et al., 2015:6). Super-Leadership is 
based on role-modelling self-leadership, by acquiring and developing capabilities in 
others to empower them to lead themselves (Manz & Sims, 1989). 
Central to the self-leadership within the framework of emotional intelligence, the 
following key elements are closely related to effective executive-leadership practices. 
Achievement Orientation is related to high performing executives, who undertake 
calculated risks, implement creative and innovation methods to achieve challenging 
goals (Spencer & Spencer, 1993). A significant indicator to outstanding achievement 
orientation is when an executive leader accomplishes challenging goals inspired by 
his/her own efforts with the highest standard of excellence (Spencer & Spencer, 1993). 
Following on Goleman (1998), Hughes et al. (2005), also highlights optimism as the 
persistence to pursue and attain goals – despite setbacks and obstacles. Empathy is 
critical for superior leadership by being astutely aware of others’ needs, concerns and 
emotions. Emotionally mature executives can enhance leadership skills by identifying, 
reading and using body-language analysis and other non-verbal cues (Goleman, 
1998; Jude, 1998; Pease, 2004).  
Bunker et al. (2010:102) argue that emotionally mature executive leaders “sense” the 
feelings and concerns of others – by “taking an active interest in their concerns”. 
Passmore (2010:237-240) suggests a self-analytical process based on key questions, 
with corresponding action steps that executive leaders could apply. Table 3.2 lists the 
self-discovery questions and the key-action steps required for effective self-discovery 
learning. 
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Table 3.2: Description of the self-analytical process 
Key questions Key self-discovery action steps 
Who do I want to 
be? 
Discovery of ‘ideal self’, based on ego, dreams, aspirations 
visualising a new self.  Determination to be that ideal & 
unique self 
Who am I right 
now? 
Accurate self-image of how others perceive. Acknowledging 
own strengths & weakness. Embracing honest feedback 
from others. Exploring inner understanding & beliefs. 
Identifying barriers – lack of self-esteem / over-confidence. 
Fitting new self to the role require “Who do I want to be?” 
What do I want to 
learn? 
Discover own learning agenda. Agenda focus on what we 
want to be. Performance agenda focus on success & 
production of proof of capability 
Experiments & 
practice 
Doing things differently by experimenting. New habits 
replace old habits. Typical “two steps forward & one back. 
Coaches can create safe experiment environment. Learning 
preference impacts experiment. Coaches ask questions & 
encourage learning 
Who can I trust to 
assist? 
Centred in self-directed learning model. ‘Breakthrough’ 
occurs when evaluating ‘self’. Identifying enablers, such as 
‘outstanding boss, inspirational teacher, colleagues’. 
Strengthening relations with trusted mediators, moderators, 
perceivers, providers of feedback. Developing new trusted 
networks. Establishment of long-term team effectiveness. 
Adopting coaching leadership style to empower others, 
based on honesty & interest 
Source: Adapted from Passmore (2010:237-240) 
Elaborating on social skills, Prins et al. (2011:49) set a further foundation for an 
integrative leadership model based on emotional intelligence. According to Prins et al. 
(2011:49), social competency is a vital leadership attribute, which encompasses the 
ability to integrate thinking, feeling and behaviour to successfully attain social tasks 
and outcomes within a specified host-cultural context. The practical implications and 
inter-related social competence abilities are depicted in Figure 3.2 (Prins et al., 
2011:49). 
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Figure 3.2: The process of integrated social competencies to goal attainment 
 
Source: Adapted from Prins et al. (2011:49) 
Wolmarans and Martins (2001; 2006) highlight seven emotional competencies related 
to employee satisfaction, as well as leaders’ success and performance in 
organisations (Palmer, Gardner & Stough, 2003). Kiyani, Haroon, Liaqat, Khattak, 
Bukhari and Assad (2011) also support the notion of improved leadership in 
organisations pertaining to problem-solving and decision-making, which is based on 
emotional intelligence. The positive influence and motivation for improved 
performance of others, related to well-developed emotional intelligence competencies 
are supported by Goleman (1998) and Trehan and Shrivastav (2012).  
The seven proposed emotional competencies, as well as the corresponding and 
appropriate actions are depicted in Table 3.3. 
Table 3.3: Seven Emotional Intelligence Competencies 
Emotional 
literacy 
Awareness & understanding one’s own & others’ emotions. 
Willingness to apologise for emotional discomfort caused. Ability to 
express sincere regret & sensitivity to restore damaged 
relationships 
Self-regard Respect for one’s own worth as an equal human being. High level 
of self-esteem. Courage to act, in accordance with personal values 
and convictions. Ability to admit mistakes in public 
Self-
management 
Ability to manage stress & energise state of wellness & healthy 
balance with body, mind and soul. Ability to remain calm during 
provocation & conflict. Willingness to lower defensiveness & 
attempt to restore rationality with aggravated party 
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Self-motivation Ability to create a challenging vision & goals. Focused & optimistic 
despite setbacks. Remain constantly committed to a cause. Accept 
responsibility for successes & failures. High levels of self-
motivation with persistence. Sound judgement to implement 
change when required 
Change 
resilience 
Ability to be flexible & open to new ideas & people. Demonstrate 
innovative leadership for change & sensitivity towards emotional 
impact of change. Demonstrate resilience during change. Ability to 
manage ambiguity. Instil calmness & thrive on chaos. Re-energise 
& be inspired by beautiful scenes encountered along the way 
including anticipation of the unknown 
Interpersonal 
relations 
Intuitive understanding, sincere caring & compassion. Concern for 
wellbeing, growth & empowerment of others. Appreciate others’ 
successes. Nurture long-term relationship-based emotionality, 
trust & loyalty 
Integration of 
head & heart 
Decision-making & problem-solving ability based on consideration 
of the facts & feelings. Commitment to create win-win solutions, 
based on goals & relationships. Ability to turn adversity into 
opportunity by implementing intuitive, inventive & achievable 
successes during crises 
Source: Wolmarans and Martins (2001) 
A more advanced level of self-awareness is proposed by Mustakova-Possardt 
(2003:3, 4) as critical consciousness, based on moral dialogue in the understanding 
of truth and justice. Critical consciousness is regarded as a new era of knowledge 
capacity focusing on self-knowledge. An underlying factor of mature critically 
conscious leaders is their ability to attract people acting as creative agents in societies 
based on a deep manifested compassion for the “human condition” (Mustakova-
Possardt, 2003:5).  
Outstanding features include a strong sense of personal choice, accepting 
responsibility for decisions, positive change and responsiveness to the “needs of the 
world”. Self-knowledge is expressed in terms of self-discovery. Similar to emotionally 
intelligent leaders, critically conscious mature leaders display an orientation towards 
growth, appreciation of oneness, unity and commitment to service (Mustakova-
Possardt, 2003:6). The issue of critical consciousness forms part of the discussion on 
spiritual intelligence in Chapter 5. 
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3.3 PREDOMINANT EMOTIONAL INTELLIGENCE MODELS  
Ashkanasy and Daus (2005) make a pertinent distinction between theoretical 
emotional intelligence models and measurement instruments. Amidst a variety of 
emotional intelligence theories and models, four primary emotional-research themes 
emerged, which are relevant to this study (Peltier, 2010; Cherniss, 2010; Seal & 
Andrews-Brown, 2010, Petrides, Pita, & Kokkinaki, 2007). Based on the work of 
Ashkanasy and Daus (2005), the four predominant themes and descriptions of the 
models are presented in Table 3.4.  
Table 3.4: Primary emotional intelligence research themes 
Predominant emotional intelligence 
models 
Themes Description 
Four-branch cognitive ability model           
(Mayer & Salovey, 1997); Mayer, Salovey 
& Caruso, 2001) 
Emotional 
ability 
Individual emotional 
capacity & thought 
Bar-On’s five-component emotional 
intelligence model (Bar-On, 1988) 
Emotional 
Quotient 
Leverage emotional 
patterns to manage 
pressure 
Boyatzis and Goleman’s five-dimension 
emotional intelligence model (Goleman, 
1995; 1998; 2004; Goleman et al., 2002) 
Emotional 
Competence 
Emotional behaviours 
&  workplace 
performance 
The Trait emotional intelligence model 
(Petrides et al., 2007; Mikolajczak, 
Luminet, Leroy, & Roy, 2007) 
Emotional 
Sociability 
Social competence & 
self-control 
Source: Researcher’s own construct (2016) 
3.3.1 Mayer and Salovey’s (1997; 2004:37) four-branch cognitive ability 
model 
The four-branch cognitive ability model originally emphasised the ability to “monitor 
one's own and others' feelings and emotions, to discriminate amongst them and to use 
this information to guide one's thinking and action" (Mayer & Salovey, 1997; 2004:37, 
Cherniss, 2010). The model was labelled as an emotional-information processing 
model within a cognitive and mental intelligence framework (Peltier, 2010:217; Mayer 
& Salovey, 1997). Later refinement of the model focused on the capacity to reason 
about emotions, and the emotions needed to enhance thinking. The value of the model 
in terms of executive leadership is the potential for intellectual growth by perceiving, 
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assimilating, understanding and regulating emotions (Peltier, 2010:217). In line with 
the afore-mentioned notion of internal bodily biochemical processes, Mayer, Caruso 
and Salovey (2000:267) highlight the complicated inter-related psychological 
subsystems, including physiological responses, cognitions, and conscious-awareness 
processes, involving the emotional-ability model. Furthermore, the ability model views 
emotional intelligence as an inter-related skill necessary to understand the relevant 
emotional behaviour efficiently and accurately (Salovey & Grewal, 2005:282).  
The key factor is that the ability model of emotional intelligence offers a framework to 
understand, learn and manage emotions effectively (Caruso & Salovey, 2004:25). The 
cognitive component of emotional intelligence was clarified by Mayer, Salovey, Caruso 
and Sitarenios (2003), when claiming that “emotional intelligence involves problem-
solving with and about emotions” Gardner and Stough (2002) offer further relevant 
insight to executive leadership development by concurring that emotional abilities 
mature with experience and age. 
The following inter-related abilities of Mayer and Salovey’s (1997; 2004:37) four-
branch ability models encompass (Cherniss, 2010): Perception of emotion that deals 
with the ability to perceive and observe emotions in oneself and others, including 
objects, art, stories, music, and other stimuli. Analysing body language and gestures, 
forms part of identifying and interpreting information. Emotional Facilitation refers to 
the ability to generate, use, and feel emotion in communication and cognitive 
processes. The capacity to associate mental images and emotions in cognitive 
processes, such as deductive reasoning, problem-solving, creativity and 
communication, forms part of emotional facilitation. Understanding Emotion is the 
ability to understand and successfully interpret emotional information, also in relational 
transitions, and to be sensitive and to appreciate such emotional meanings. Managing 
emotion enables leaders to be open to feelings, and to recognise emotions in oneself 
and others, in order to enhance personal understanding and growth. 
The value of the ability model for executive leaders is that the four abilities of identifying 
feelings, enhancing thinking, understanding the causes of emotions and managing 
emotions in decision-making, can either be used, or developed separately, or as a 
whole (Caruso & Salovey, 2004:26). Stout-Rostron (2014:139) notes that rational 
decision-making is not only a brain-and-mind function; but it involves the body and 
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emotions. Caruso and Salovey (2004:26) concur that the abilities model provides a 
“blueprint” for leading productive and successful lives, leading teams in organisations; 
and it is applicable to almost every “realm of life”.  
Based on Sternberg’s (1988) three-element criteria for intelligence, consisting of 
behaviour in the real world, being goal-directed and adaptation to the environment 
(fluid intelligence), or the automation of high-level cognitive processes (crystallised 
intelligence) Shabnam and Tung (2013) conclude that the ability model fits the 
traditional intelligence requirements. 
3.3.2 Bar-On’s (1997) five-component emotional intelligence model 
Passmore (2010:57) describes the Bar-On model of emotional intelligence, as a 
comprehensive and multi-factional framework with a high value for executive 
leadership development and coaching. The key five components of the Bar-On model 
are: intrapersonal, interpersonal, stress management, adaptability and general mood 
(Bar-On, 2006). The model is trait-based and directed on elements to empower people 
to deal with emotional and social challenges, both in the personal and in the social 
realms (Bar-On, 1988; Cherniss, 2010). The key relevance of the Bar-On model is that 
it is regarded as a valid predictor of leadership performance by various leadership 
scholars (Passmore, 2010:57; Bar- On, 2006). The model primarily deals with an array 
of inter-related emotional and social competencies and skills. The skills and 
competencies are divided into five meta-components consisting of 15 sub-
components or factors.  
These factors are primarily measured by means of the Emotional Quotient Inventory 
(EQI) (Bar-On, 1997). The Bar-On model has attracted various executive leaders’ 
interest about the practical application for problem-solving, and how the model can 
increase effectiveness, productivity and success (Passmore, 2010:58). 
3.3.3 Boyatzis and Goleman’s five-dimension emotional intelligence model 
Goleman’s (1998) emotional intelligence mixed model measures 20 competencies, 
which are categorised in the four dimensions. The emotional intelligence abilities are 
considered independent (they contribute to job performance), interdependent (they 
draw to some extent on others’ abilities with strong interactions), hierarchical (they 
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build upon one another), necessary, but not sufficient (emotional intelligence does not 
imply an automatic guarantee) and generic (different jobs require different competency 
demands). The four emotional intelligence dimensions are: self-awareness, self-
management, social awareness and relationship-management (Goleman, 1998; 
Bradberry & Travis, 2005:30; Stout-Rostron, 2014:62).  
The four primary competencies, including associated skills, are listed in Table 3.5. 
Table 3.5: The four primary competencies including associated skills 
 
Self 
(Personal competence) 
Other 
(Social competence) 
Recognition 
Self Awareness 
 Emotional Self-Awareness 
 Accurate Self-Assessment 
 Self Confidence 
Social Awareness 
 Empathy 
 Service Orientation 
 Organisational Awareness 
Regulation 
Self-Management 
 Emotional Self-Control 
 Trustworthiness 
 Conscientiousness 
 Adaptability 
 Achievement Drive 
 Initiative 
 
Relationship Management 
 Developing Others 
 Influence 
 Communication 
 Conflict Management 
 Visionary Leadership 
 Catalysing Change 
 Building Bonds 
 Teamwork and 
Collaboration 
Source: Peltier (2010:220) 
Expanding on the original model, Goleman (2006) distinguishes and integrates the 
elements of emotional intelligence and social intelligence. The last two components 
were recently termed social awareness and social facility; and they are considered to 
form part of the concept of social intelligence (Cherniss, 2010).   
3.3.4 The Trait emotional intelligence model 
The trait emotional intelligence model recently emerged as a second-generation 
model, based on integrating personal qualities stemming from previously established 
emotional intelligence models (Petrides et al., 2007). The model consists of four key 
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components, namely: well-being, sociability, self-control and emotionality. The 
emotional intelligence model measurement instrument is referred to as the trait-
emotional intelligence questionnaire (TEIQue) (Mikolajczak, Luminet, Leroy, & Roy, 
2007). Table 3.6 depicts the four components and the sub-components of the 
emotional intelligence model. 
Table 3.6: Trait-emotional intelligence model primary and sub-components  
Primary 
components 
Sub-components 
Wellbeing Self-confidence, happiness & optimism 
Sociability 
Social competence, assertiveness & emotion management 
of others 
Self-control 
Stress management, emotion regulation, & low 
impulsiveness 
Emotionality 
Emotional perception of self and others, emotion expression 
& empathy 
Source: Petrides et al. (2007:276) 
3.3.5 Emotional intelligence measurement instruments 
As a point of departure, it should be noted that emotional intelligence is malleable and 
can be acquired through appropriate training and learning interventions (Boyatzis, 
2008; Jaeger, 2003; Hay/McBer, 2000). The proposed four models are associated with 
different measurement instruments. Bar-On’s Emotional Quotient Inventory (EQ-i) 
(Bar-On, 1997) and the trait emotional intelligence questionnaire (TEIQue) 
(Mikolajczak et al., 2007) are primarily accessed through self-reporting measures. The 
Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT) aims to measure ability 
(Prins et al., 2011:67). Boyatzis and Goleman’s (1998) Emotional-Competence 
Inventory (ECI) and the emotional and social competence inventory (ESCI) are multi-
rater self-reporting scale instruments intended to measure emotional competencies, 
based on Goleman’s (1995) mixed model of emotional intelligence. The ECI multi-
rater self-report includes a 360-degree assessment (Goleman et al., 2002). Goleman 
(2002:xi) notes that key emotional intelligence competencies for leadership have been 
accumulated by an expanding network of academic researcher contributing to the 
body of knowledge. 
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Other emotional intelligence measurement models include the Self-Reporting 
Emotional Intelligence Test (SREIT) (Schutte, Malouff, Hall, Haggerty, Cooper, 
Golden & Dornheim 1998); Tapia’s (2001) Emotional Intelligence Inventory (EII) is 
based on Mayer and Salovey’s (1997) ability model of emotional intelligence. The 
Salovey, Mayer, Goldman, Turvey, and Palfai’s (1995) Trait Meta-Mood Scale (TMMS) 
is widely used by emotional intelligence scholars (Palmer, Walls, Burgess & Stough, 
2001; Palmer, Donaldson & Stough, 2002). 
The value of emotional intelligence measurement is emphasised by Goleman (2001) 
and other theorists claiming that traditional beliefs that a leader’s potential of success 
can be measured by an intelligence quotient, has largely been displaced. Cantor and 
Kihlstrom (1987), Sternberg (1985) Thorndike (1937) and Wechsler (1958) propose 
that other factors, such as emotional, social, creative, and practical abilities, also 
influence a leader’s potential for success. Rosete and Ciarrochi (2005), however, 
contend that executive leaders need a high intelligence quotient to reach the level of 
executive leadership. Once appointed, emotional intelligence becomes the primary 
predictor to differentiate between superior leaders and average leaders.  
Following on the notion of Rosete and Ciarrochi (2005), Ashkanasy et al. (2002), 
Goleman (1995; 1998; 2001), Goleman et al., (2002) contend that emotional 
intelligence is a key contributor to performance success, especially in organisations. 
Various scholars criticise different aspects of emotional intelligence measurement 
strategies based on “weak content validity, unstable factor structures and the lack of 
empirical support for either divergent or convergent validity” (Conte, 2005; Matthews, 
Emo, Roberts, Funcke & Zeidner, 2006; Cherniss, 2010). The MSCEIT instrument is 
identified as not taking into account the difference between a measure of knowledge 
and the assessment of one’s actual ability to apply the knowledge successfully 
(Spector & Johnson, 2006:335).  
Cherniss (2010), however, accredits Mayer and colleagues for admitting limitations to 
the MSCEIT instrument, and their willingness to correct the matter. 
Bunker et al. (2010) note the value of the Multifactor-Emotional-Intelligence Scale 
(MEIS) for “judging the emotions in faces and designs, generating and then reasoning 
with an emotion, defining complex emotional terms, and selecting an optimal 
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emotional decision-making strategy” for being beneficial for leadership. Shabnam and 
Tung (2013:320), however, argue that serious problems relating to the MEIS reliability 
and validity have been reported. Highlighting the value of emotional intelligence and 
economic wellbeing in support of the significance of emotional intelligence 
measurement, Singh (2009:262) postulates that leaders who demonstrate well-
developed emotional competencies have a competitive advantage. Leaders who 
manage relationships increase psychological wellbeing, which often enhances 
organisational productivity. The link to, and the value of emotional intelligence 
measurement, is also supported by Rosete (2007), who found a correlation between 
business performance and interpersonal leadership effectiveness among emotionally 
mature executives. 
Alternative well-established tests to measure emotional intelligence are available, 
such as the Diagnostic analysis of non-verbal accuracy (DANVA) (Mayer, Salovey et 
al., 2008; Nowicki & Duke, 1994) and the Seligman attributional-style questionnaire 
(SASQ) (Peterson & Villanova, 1988), which measures optimism and resilience. 
Cherniss (2010) acknowledges the SASQ instrument as a predictor of how people 
would respond to setbacks, obstacles, and challenges, which in turn predict future 
performance. 
A new dynamic assessment tool has been proposed by Moore and Rybeck (2015) 
pertaining to the 720-degree development assessment. According to Moore and 
Rybeck (2015), some executive leaders have a zero-degree development and “never 
get to the inner development” of the self, which is a core emotional intelligence 
competency, as previously discussed. The 720-degree assessment is an integrative 
method of performance appraisal also referred to as “a twice 360-degree” assessment, 
which involves feedback, target-setting and goals, before the next assessment. The 
core relevance of this study is the awareness to include “self-analysis and self-reports” 
(Anupama & Dulababu, 2011:40) as central components of emotional intelligence 
(Goleman et al., 2002).  
Figure 3.3 graphically presents the 8 stages of a 720-degree review model integrating 
the inputs of various stakeholders. The aim of the 720-degree model is to improve and 
maximise an honest and true reflection of leadership competencies, from which a 
training intervention for executive leadership development can be initiated (Anupama 
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& Dulababu, 2011:138). Recent new developments concerning the integrative 
leadership 720-degree assessment strategy have emerged (Moore & Rybeck, 2015). 
Figure 3.3: The 8 stage 720-degree review model 
 
Source: Adapted from Anupama and Dulababu (2011:138) 
3.4 EMOTIONAL INTELLIGENCE-BASED EXECUTIVE LEADERSHIP  
Following on the detailed discussion of the role of executive leadership in the previous 
chapter, this section focuses on the emotional intelligence embedded in various 
leadership theories and approaches.  
3.4.1 Emotionally intelligent leadership 
Shabnam and Tung (2013:315) contend that the key elements of effective leadership 
are intelligence, emotional intelligence and spiritual intelligence. The essence of the 
three elements is an integrative combination of all three intelligences that enable 
executive leaders to thrive during uncertainty, to manage rapid change creatively and 
to engage the full potential of their team members (Shabnam & Tung, 2013:315). 
Various scholars have found a strong correlation with emotional intelligence and 
effective leadership, including Barbuto and Burbach (2006), regarding 
transformational leadership (Rahim & Psenicka, 2005) in terms of leader-member-
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exchange leadership (Harrison & Clough, 2006) about strategic leadership, and Wolff, 
Pescosolido, and Druskat (2002) on team-based leadership. Barr and Dowding 
(2012:187), in addition to Rowe and Guerrero (2011:46), has pointed out that 
emotional intelligence is a relatively new concept in the domain of leadership traits, 
which are essential for effective leadership. Executive leadership, with high levels of 
emotional maturity have stronger effects on team members; and it enhances 
interpersonal relationships at work (Barsade, 2002).  
Yukl (2006), furthermore, highlights the role of an emotionally mature leader, who 
understands the importance of empathy, and is sensitive to his/her own emotions. 
Dubrin (2007), however, acknowledges the significance of emotional intelligence, as 
a supplement to cognitive ability; but he cautions that emotional intelligence is not the 
only contributing factor to being an effective leader.  
3.4.2 Emotional intelligence leadership attributes  
Goleman (1995) maintain that 20% of success is as a result of a high intelligence 
coefficient; and 80% is due to emotional intelligence. Stein and Book (2000) contend 
that between 47% and 56% of leadership success is based on emotional intelligence. 
As previously mentioned, various scholars view emotional intelligence as the dominant 
predictor of leadership success and performance (Abraham, 2000; Ashforth & 
Humphrey, 1995; Ashkanasy & Daus, 2002).  
Bradberry and Greaves (2009:20) concluded with two relevant observations firstly, that 
emotional intelligence is so critical that it accounts for 58% of performance. Secondly, 
that 90% of high performers also have high levels of emotional intelligence. Executive 
leadership is all about change and transformational leadership (Goodmen, 2014; 
Rowe & Guerrero, 2011:1). Rowe and Guerrero (2011:1) emphasise the significance 
of transactional events in describing leadership as a process, which involves 
influencing others; it manifests in the context of a group; it involves goal attainment 
and the shared accomplishment of goals (Goodmen, 2014: 25; By & Burnes, 
2013:202).  
Barr and Dowding (2012:66) highlight the need for new leadership; and identified 
specific skills, such as “self-mastery, strategic visioning, continual learning, 
partnerships, and team facilitating as key attributes, which new breeds of leaders 
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should possess to lead multi-agency teams (Singh, 2009:258). The significance of 
emotional intelligence and leadership are emphasised by Barr and Dowding (2012:66) 
in situations of change management – by creating a learning environment, shared 
leadership and management cultural diversity. Daft (2008) refers to a post-heroic 
leadership era, and that the new breed of leaders should focus on human development 
and humility. Servant-leadership, interactive leadership and moral leadership are 
considered highly significant in the debate on new leadership development (United 
Nations Economic Commission for Africa, 2012:33). Daft (2008) postulated that the 
executive leadership goal is to “build enduring greatness through a paradoxical blend 
of personal humility and professional will”. Perhaps the most important form of the 
abovementioned is the suggestion that emotional intelligence contributes to and 
enhances competitive advantage; and it increases organisational effectiveness (Stout-
Rostron, 2014:111; Goleman, 2004; Singh, 2009:258).  
Bennis’ (1989:39-41) notion of leadership is well-grounded in the emotional 
intelligence domain and highly relevant to executive leadership. Some of Bennis’ 
(1989:39-41) key elements of leadership include persistence and the ability to bounce 
back from setbacks and failures, passion, integrity, candour, based on self-knowledge, 
maturity, based on “soundness and wholeness”, the willingness to learn from others, 
integrity and curiosity. Barr and Dowding (2012:49) identified various emotional 
characteristics of effective executive leadership in the three categories of intelligence, 
personality and abilities, as depicted in Table 3.7. 
Table 3.7: The emotional characteristics of effective executive leadership 
Intelligence Personality Abilities 
Knowledge Adaptability Able to enlist cooperation 
Judgment Creativity 
Interpersonal skills and 
tact 
Decisiveness Cooperativeness Diplomacy 
Oral fluency 
Alertness, self-confidence, 
personal integrity, emotional 
balance & control, non-conformity, 
independence 
Prestige 
Social Participation 
Source: Barr and Dowding (2012:49) 
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Bunker et al. (2010) found that the core leadership attributes distinguishing 
extraordinary executives from talented leaders included: adaptability, resilience, 
achievement, drive, empathy and the ability to influence and motivate others. The 
relevance was highlighted by Thornton (2008:555) in pointing out that a lack of 
empathy and moral reasoning actually contribute to anti-social behaviour. Rogers 
(1965, in Prins et al., 2011:179) contends that empathy involves an accurate analysis 
and recollection of another person’s internal frame-of-reference and emotional state 
of mind. Prins et al. (2011:189) idealise Ronald Reagan and the Dalai Lama, as 
individuals who epitomised empathy. Hughes et al. (2005:67) recommend that 
empathy can be acquired by learning to interpret body language – by studying “facial 
expressions, breathing, posture, and tonality” and to mirror the same emotional state 
of mind. The executive leadership and “presence of command” of President Nelson 
Mandela is highlighted by President Bill Clinton’s (2004:623) first-hand experience in 
stating that “His smile always brightened even the darkest days, and I was glad to see 
him”. Another example of President Mandela’s commanding presence is the fact that 
he was most probably the only guest of the Queen of England that referred to her as 
“Elizabeth”, without being frowned upon (Le Grange, 2014:151). Gopin (2004:15) 
emphasised the ability to manage conflict by using one’s own personality as an 
important leadership quality. He refers to the Dalai Lama, who is known to have used 
his captivating charm to deal with the conflict in Tibet.  
Cann (2015) identified that the top executive leadership attributes consist of 
courageousness, inspiration, social justice and high morals in a global study. In the 
same study, in the age group 20-29 years, empathy and collaboration were identified 
as the top leadership qualities (Cann, 2015). 
3.4.3 Emotional intelligence as the key contributor to successful executive 
leadership 
Goleman (2004) and Barling et al. (2000:157) postulate that emotional intelligence is 
the foundation of successful and effective leadership. Apart from leading others, the 
significance and the positive long-term effect of being role-models, should not be 
underestimated. The leadership process of demonstrating self-control of one’s own 
emotions and being in tune with others’ emotional needs, enhance trust and respect 
(Goleman, 2004:39). Emotionally mature leadership promotes the concept of 
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individualised influence and inspirational motivation (Goodmen, 2014). Goldsmith et 
al. (2003:4) argue that the future chief executive officers will no longer make decisions 
on their own; but they will collaborate with other leaders, who have a common vision 
and purpose to make effective decisions, thereby laying the foundation for integrative 
leadership and shared leadership theories. A significant aspect of emotionally mature 
executives is their ability to develop a social architecture to motivate and encourage 
dynamic young leaders in line with the concept of role-modelling (Goodmen, 2014: 27; 
Goldsmith et al., 2003:4; Goleman, 2004:39).  
Fiedler (1996:241) identified the afore-mentioned charismatic leadership as extremely 
important in terms of effective leadership. Charismatic leaders are characterised by 
their commitment to the particular vision and course of action, demonstrating faith in 
a mission to pursue goal attainment and communication with their followers (Goldsmith 
et al., 2003:116; Fiedler, 1996:241). A relevant example of an emotionally mature 
executive leader was demonstrated by Papadakis, the president of the Drexel 
University, who was described as a charismatic leader, who not only led, but allowed 
others to lead, when necessary (Goldsmith et al., 2003:116). 
A link between emotional intelligence and senior executive leadership was 
documented in the afore-mentioned “Upper Echelon Theory” of Hambrick (2014; 
House et al., 2014:84) based on the notion of strategic management, highlighting 
executive leaders’ cognitions and values. The essence of the Upper Echelon Theory 
is that strategic leadership demonstrates how senior executives respond to challenges 
and opportunities (Hambrick, 2014; House et al., 2014:84). 
Socio-biologists emphasise the role of emotional intelligence during stressful events 
and that evolution has placed emotions at the centre of the human psyche (Goleman, 
2004:4). In cases that are too important to rely purely on intellect, emotions can guide 
behaviour, especially in stressful transformational endeavours. House et al. (2014:42) 
and Goleman (2011) highlight several case studies, in which multi-national companies, 
such as Daimler Benz and Chrysler, attempted joint ventures that have failed because 
of cultural incompatibilities and leadership failures. The conclusion can be drawn that 
a lack of emotionally mature executive leadership contributed to the above-mentioned 
merger failures. 
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Peltier (2010:29) and Goleman (2000) claim that six prominent leadership styles based 
on emotional intelligence are used by leaders. Based on an extensive empirical study 
at IBM, Spreier, Fontaine, and Malloy (2006) also identified six primary leadership 
styles related to emotional intelligence. Table 3.8 lists the combined findings and the 
related competencies required of the above-mentioned researchers (Peltier, 
2010:329; Stout-Rostron, 2014:29; Spreier et al., 2006). 
Table 3.8: Primary emotional-based leadership styles 
Style Concise descriptive attributes 
Visionary Employees are motivated by challenging organisational goals 
Affiliative 
Relational leadership directed at needs & emotions. Effective during 
crises but should be combined with other leadership styles 
Participative 
Collaborative & democratic, involves employees in decision making 
to build trust and consensus & requires high-functioning employees 
Pace-setting 
Leadership by example and personal heroics. High standards 
required. Leaders often engage personally. Favoured by high 
achievers. Can demoralise others 
Coaching 
Powerful and under-utilised. Emphasis on mentoring & development 
long-term careers of followers. Future-oriented leadership. Involves 
empathy & self-awareness 
Democratic 
Participation through consensus, collaboration, communication and 
team leadership 
Source: Adapted from Peltier (2010:329); Stout-Rostron (2014:29) and Spreier et 
al. (2006) 
3.4.4 Application of emotional intelligence for executive leadership 
Hein (1996) contended that leaders with higher levels of emotional intelligence 
maturity have a two-fold advantage over leaders with less emotional intelligence 
experience. By nurturing one’s own emotions and sound mental health, leaders are in 
a better position to help others (Hein, 1996). Higher levels of happiness decrease the 
chances of mental illness. Leaders who are unhappy project their negative feelings to 
others and influence others’ positive behaviour (Hein, 1996). Among the vast available 
application theories and examples, the following three aspects were selected based 
on the significance of executive-leadership development. 
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3.4.4.1 Universal emotional intelligence principles 
Caruso and Salovey (2004:6) argued that emotional intelligence is a universal 
phenomenon primarily based on fundamental principles of emotion as intelligence. 
These cannot be ignored and attempting to hide one’s emotions is seldom successful. 
Emotions manifest in logical patterns and are incorporated in decision-making. The 
fact that emotional intelligence is a universal human phenomenon (Caruso & Salovey, 
2004:6) increases the relevance of this study of leadership development in the 
international, African and South African context. According to Caruso and Salovey 
(2004:11) emotions are similar to “data about people”, meaning that one can read 
others’ emotions. The value of executive leadership development is highlighted by an 
empirical global performance-based study conducted by Spencer and Spencer (1993), 
which found that 18 of the 21 competencies measured, were linked to emotional 
intelligence. The fact that emotions are an integral part of interpersonal and social 
interaction increases the relevance for executive leaders when engaging with others. 
Ekman (Caruso & Salovey, 2004:11) describes emotions as the “key function” to 
feelings and interpersonal engagements. By understanding and identifying emotions, 
leaders can adjust their leadership tasks accordingly. Expressions of anger could 
signal to leave somebody alone, while a smile of happiness could suggest that 
someone is easily approachable.  
3.4.4.2 The effect of emotional intelligence on mood 
Caruso and Salovey (2004:11) underpin the importance of leaders to understand the 
manifestation of mood and behaviour based on the survival value of emotions, as two 
related concepts.  Although emotions have a definable cause, moods are described 
as feelings that can last a long time and form part of the human body chemistry. 
Caruso and Salovey (2004:11) postulate that leaders should acquire skills and 
experience to distinguish between emotions and the influence of moods on behaviour. 
Barnevik (2014:19) cautions about an executive leader’s bad mood and inconsiderate 
behaviour that could create a poisonous working atmosphere and could result in 
subordinates in being less productive. Ciarrochi et al. (2000) draw significant 
correlations between emotionally mature leaders’ behaviour and their understanding 
of mood management. Apart from demonstrating sensitivity of mood fluctuations, 
emotionally mature executives are acutely aware of the consequences of leadership 
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behaviour during negative moods swings (Ciarrochi et al., 2000). Decisions made 
during negative mood encounters could have negative consequences on productivity, 
followers’ wellbeing and the success of business (Ciarrochi et al., 2000). 
 Emotions form part of innate human instinctive behaviour brought about by evolution 
as a protection against threats (Goleman, 2004:4). The natural survival instincts in 
human mankind include behaviours of “exploring the environment, avoiding danger, 
maintaining relationships with others, protecting oneself, reproduce [success] fighting 
against attack, and giving and receiving care” (Caruso & Salovey, 2004:11,12). The 
survival values in relation to emotional cause and reaction are listed in Table 3.9. 
Table 3.9: The survival value of emotions 
Emotion Motivation for behavior 
Fear Flight of danger 
Anger Fight 
Sadness Assistance requiring & hurt feelings 
Disgust Avoid toxic situations 
Interest Investigate & explore 
Surprise Be careful & pay attention 
Acceptance Remain with the group for safety 
Joy Co-operate & reproduce success 
Source: Caruso and Salovey (2004:12) 
Caruso and Salovey (2004:19) proposed an emotional map originally developed by 
Plutchik (Caruso & Salovey, 2004:20) that indicates how emotions develop in logical 
patterns. The central argument proposed in the emotional map is that emotions do not 
occur randomly; but they vary in a sequence of high and low intensity. In order to 
successfully apply the emotional map, the interplay and rules that trigger, govern and 
produce emotions, must be understood. The model consists of eight primary emotions 
presented in a circle, with opposing emotions on either side of the circle. The model 
suggests a complex interplay, in which emotions can present themselves in a 
combined way with other emotions. The practical value for executive leadership is the 
emotional map, which provides a clear understanding of the specific emotions – 
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enabling the management of the specific emotion (Caruso & Salovey, 2004:20). The 
emotional map is presented in Figure 3.4, illustrating the various emotions and feelings 
that trigger emotions and influence human behaviour. 
Figure 3.4: Emotional feelings that trigger and influence human behavior 
 
Source: Adapted from Caruso and Salovey (2004:6) 
3.4.4.3 Emotional intelligence literacy application 
The function to identify and understand emotions is referred to as “emotional literacy” 
(Hein, 1996). Caruso and Salovey (2004:10) argue that the correct use of emotional 
data could positively influence thinking ability, motivation to make the right decision, 
to overcome challenges, to prevent a negative occurrence, or to enhance a positive 
outcome. On the contrary, misunderstandings and misinterpreting emotional data can 
be disruptive, resulting in the derailment of executive leaders. Caruso and Salovey 
(2004:10) motivate that emotions are often “real-time feedback signals” that occur or 
dissipate rapidly. Therefore, executive leaders should be emotionally literate to react 
and respond to the situation at hand. Figure 3.5 graphically illustrates the role of 
emotions along a time continuum that could change rapidly. 
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Figure 3.5: The role of emotions along a time continuum 
 
Source: Caruso and Salovey (2004:10) 
Caruso and Salovey (2004:37) prioritise reading facial expressions and identifying 
associated emotions accurately, as a core skill for emotionally mature leaders. The 
afore-mentioned building-block effect is significant in that emotionally mature leaders 
often acquire body language analysis skills based on their emotional intelligence 
experience. According to Caruso and Salovey (2004:37), the “ability to read people” 
is a core skill essential for interpersonal and physical survival. Table 3.10 lists a 
comparative analysis of emotionally mature and emotionally immature leaders’ actions 
based on their emotional intelligence. 
Table 3.10: Different understandings of emotions 
EQ Mature leader EQ Immature leader 
Makes correct assumptions of people Misunderstands people 
Knows the right thing to say Irritates people 
Correct predictions about people’s feelings Surprised how people feel 
Uses a rich emotional vocabulary Difficulty in expressing feelings 
Understands conflicting emotions Fluctuation of emotions 
Has sophisticated EQ knowledge Basic knowledge of emotions 
Source: Adapted from Caruso and Salovey (2004:52) 
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Caruso and Salovey (2004:96) highlight the relevance of understanding and 
interpreting body language analysis, including analysing facial expressions for leaders 
dealing with people. Caruso and Salovey (2004:96) furthermore provide a simplistic 
but effective example of a number of animated facial expressions explaining the 
associated emotions. The value for inclusion in this study is to illustrate how animation 
can be used to promote basic emotional intelligence literacy that is universal; and it 
can be used effectively in cross-cultural training. The inclusion of the animation facial 
expressions is inspired by research question number 9 pertaining to how emotional 
intelligence training can be used to develop executive leaders on the African continent, 
where various language barriers are prevalent. The animated facial expressions are 
depicted in Figure 3.6.  
Figure 3.6: Facial expressions of universal emotional intelligence literacy 
 
Source: Caruso and Salovey (2004:96) 
Based on the work of Dann (2002), Scheepers (2012:102) provides a practical grid to 
identify the various categories of emotions, which could be used along with body 
language analysis, including the evaluation of facial expressions, listed in Table 3.11. 
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Table 3.11: Categories of emotional reactions to interpret body-language 
analysis 
GLAD MAD SAD BAD ANXIOUS 
Amused Irritated Down Uncomfortable Afraid 
Comfortable Frustrated Distressed Belittled Awkward 
Content Annoyed Lonely/Ignored Discouraged Concerned 
Fulfilled Cross Helpless Apologetic Nervous 
Fascinated Furious Depressed Disappointed Confused 
Excited Jealous Despondent Sorry Isolated 
Elated Resentful Loss Ashamed Fearful 
Ecstatic Hate Grief Guilt Terrified 
Source: Dann (2002) and Scheepers (2012:102) 
In support of the above-mentioned, Kouzes and Posner (2007:148) value the 
significance of executive leaders in using emotional expressiveness. However, 
according to Kouzes and Posner (2007:148), charisma is a misinterpreted concept in 
a leadership context because of “over-use” and popularisation in the media; and thus, 
it has lost its academic context. Therefore, only emotional expressiveness that is 
authentic is a valuable executive leadership tool; because “enthusiasm is infectious” 
(Kouzes & Posner, 2007:148).  The second related issue is based on the notion of 
neurobiology professor at the University of California, James L. McGaugh, who claims 
that "emotionally significant events create stronger, longer-lasting memories” (Kouzes 
& Posner, 2007:148). The value, therefore, for executive leadership is that by using 
“stronger emotional arousal” in dealing with people, leadership becomes more 
effective – especially in terms of communication (Kouzes & Posner, 2007:148). 
3.4.5 Empirical support for emotional intelligence executive leadership 
Bunker et al. (2010:103) highlight several recent empirical findings relating to 
successful executives, who scored high levels of emotional intelligence and social 
intelligence scores by using a variety of measurement instruments, including the ECI 
360-degree measurement instruments. The studies firstly involved top executives in 
the financial services environment (Hopkins & Bilmoria, 2008) and executives at 
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international Johnson and Johnson, the pharmaceutical company (Cavallo & Brienza, 
2002). A significant finding is that leaders who were described as superior by peers 
scored higher levels on all four dimensions of self-awareness, self-management, 
awareness of others and relationship management. A follow-up study found that 
leaders who scored higher levels in the first study experienced higher salary increases 
in the following five years (Cavallo & Brienza, 2002). 
Overwhelming empirical evidence supports the claim of Goleman (1998) and Dunn 
(2001), who claim that executive leadership and employee retention in organisations 
is primarily because of emotionally competent leadership. Studies involving the 
manufacturing and organisational environments focusing on the relationship between 
emotional intelligence and leadership performance found that the most effective 
leaders scored higher emotional intelligence competency scores using the MSCEIT 
(Kerr, Garvin & Heaton, 2006). Rosete (2007) found high emotional intelligence 
correlations with business performance in the public sector and interpersonal 
effectiveness also using the MSCEIT. In a military study, Bar-On, Handely and Fund 
(2005) concluded that soldiers who were identified as potential officers scored 
significantly higher emotional intelligence scores. Finally, McClelland (1998) found a 
strong correlation between social and emotional competencies and work performance 
in a study involving divisional presidents in a multi-national beverage company 
previously plagued by presidential dismissals and performance problems. A summary 
of positive empirical findings related to emotional intelligence is listed in Table 3.12. 
Table 3.12: Summary of positive empirical-emotional intelligence findings 
EQ related field Key EQ findings Researchers 
Transformation Inspirational & motivation Bass & Avolio (1990) 
Positive relationships Positive social relationships Lopes, Salovey & Straus 
(2003) 
Social relationships Performance Wong and Law (2002) 
Individual 
performance 
Decision-making Day & Carroll (2004) 
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EQ related field Key EQ findings Researchers 
Individual 
performance 
Business performance Rode et al. (2007) 
Individual Performance Barbuto & Burback (2006) 
Leadership Transformational Bass and Avolio (1990) 
Gender Out-performing males Mandell & Pherwani (2003) 
Higher EQ Effective mood 
management 
Ciarrochi et al. (2000) 
Higher EQ Increased creativity Zhou & George ( 2003) 
Self-management Problem-solving George (2000) 
Source: Researcher’s own construction (2016) 
Although a variety of other supporting empirical findings are available, the afore-
mentioned studies conducted by authoritative leadership and emotional intelligence 
theorists, is deemed to be sufficient support for this study. The notion of self-
management and problem-solving is further highlighted by Rode, Mooney, Arthaud-
Day, Near, Baldwin, Rubin and Bommer (2007) that found high levels of self-
management was required for academic performance. 
The empirical support for a correlation between integrated leadership and 
performance in the public sector is also provided by Fernandez, Cho and Perry 
(2010:309). The empirical analysis of the U.S. federal government’s initiatives 
involving the Federal Human Capital Surveys and the Program-Assessment Rating 
Tool (PART) found that integrated leadership had a “positive and sizeable effect” on 
the performance of federal agencies (Fernandez et al., 2010:309). According to 
Fernandez et al. (2010:310), the findings are important contributions in understanding 
integrative leadership approaches in the public sector. Fernandez et al. (2010:310) 
claim that their study is one of few serious efforts to integrate elements of “different 
leadership theories and approaches into a single theoretical framework”.  
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Previous empirical tests relating to integrated models have been limited; because of 
small sample sizes and generalisability concerns (Fernandez et al., 2005). Fernandez 
et al. (2010:310), however, identify a need for future research and additional 
theoretical development and empirical validation of integrated leadership models for 
public-sector leadership.  
3.4.5.1 International-case analyses 
Coco-Cola Atlanta and Forever-Living Products International are two global 
companies, in which the executive leadership played a significant role in terms of 
growth, prosperity and financial success, based on incorporating emotional 
intelligence (Isdell & Beasley, 2011; Maughan, 2013:58). The role and impact of 
emotional intelligence, as pursued by executive leadership, is a significant indicator of 
the perceived success in both case studies (Maughan, 2013:58). The founder of 
Forever-Living Products (FLP), during the 35th anniversary of global success 
celebrations in 2013, acknowledged and documented the history dating back to 
4000BC of the symbolism of the emerald that was closely associated with emotional 
intelligence (Maughan, 2013:58). The FLP provides income opportunities to more than 
9.5 million distributors located in 150 countries, as well as employment to over 10 000 
people (Maughan, 2013:58). 
In the case study involving Coca-Cola Atlanta’s Chief Executive Officer’s (CEO) life 
story of building “the world’s most popular brand”, clear indication suggests that a 
strong commitment and a well-balanced business strategy built on the foundation of 
emotionally mature executive leadership, is essential to survive the world-wide 
economic crises, including challenges on the African continent (Isdell & Beasley, 
2011). 
House et al. (2014:308) identified valuable lessons pertaining to the underperformance 
of Greek Chief Executive Officers (CEOs). He found that CEOs who were autonomous 
and self-centred were unsuccessful. Autonomous leaders often portrayed extreme 
self-confidence, worked in isolation and focused on their own abilities; while excluding 
the participation of others (House et al., 2014:79). Successful Greek CEOs scored 
higher ratings than underperforming CEOs in terms of behavioural aspects, such as 
attributes described as “visionary, inspirational, self-sacrificial, integrity, decisive, 
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performance-oriented, team integrator, participative, and humane orientation” (House 
et al., 2014:79). Reference to humane orientation involves relational leadership based 
on emotional intelligence (Caruso & Salovey, 2004). The abovementioned behavioural 
aspects form part of the core elements closely associated with emotional intelligence 
(Hughes et al., 2005:2–36). 
Stout-Rostron (2014:244) singled out MBA graduate, Mark Broadbent, with 14 years 
business experience as an emotionally mature successful entrepreneur. Broadbent 
established an international consultancy company with a foot-print in four countries 
(Stout-Rostron, 2014:244). Broadbent was exposed to the success factors of 
emotional intelligence following a 360-degree evaluation. An executive coach assisted 
Broadbent to identify his weaknesses and strengths (Stout-Rostron, 2014:244). 
Broadbent (Stout-Rostron, 2014:244) acquired self-awareness and self-management, 
which enhanced his listening skills and reflective learning. Stix (2015:75) argues that 
brain studies on how to enhance reading, writing and arithmetical skills found that the 
best way to enhance listening skills is through intensive musical training, especially 
from a young age. Broadbent admits becoming compassionate towards other people 
by placing himself in a “situation with the other persons” following self-awareness 
training that included brain studies (Stout-Rostron, 2014:244). 
3.5 NEW-PARADIGM LEADERSHIP FRAMEWORK 
3.5.1 Expansion of previous leadership theories 
The funnel-effect was used in this study to refine and reduce the discussed leadership 
theories in Chapter 2 – in an attempt to identify the most ideal leadership approach for 
SA executive leadership to enhance human development. Daft (2008:35) provides 
insight as to why so many leadership failures exist by arguing that executive leaders 
are trapped in old paradigm leadership practices and principles originating from the 
industrial era. The new reality of the twenty-first century requires executive leadership 
based on collaboration and empowerment. Old paradigm leadership based on control, 
stability and homogeneity are ineffective to deal with cultural diversity. According to 
Daft (2008:35), the complex and difficult transition between the old paradigm and the 
new paradigm of leadership partly explains global leadership failures and crises. 
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The new leadership paradigm involves the “abilities to use human skills to build a 
culture of performance, trust and collaboration” (Daft, 2008:35; Mayer, Salovey & 
Caruso, 2008). Suggestions of a new approach emerged at the Centre for Creative 
Leadership in Greensboro, North Carolina, USA in a research study involving 
executive leaders. The Greensboro study compared 20 successful executives to 21 
derailed executives. The primary finding indicated that the derailed executives reached 
a leadership plateau, and were then forced to retire prematurely or face dismissal 
(Daft, 2008:35). The impact of emotional intelligence is highlighted by Scheepers 
(2012:137), who contends that emotional intelligence in practice requires executives 
to adapt to mental models of the world; and those expectations should be aligned with 
the reality and the working environment. Executive leaders often experience 
disappointments and burn-out because of exaggerated and inflated expectations, 
which are not based on reality (Scheepers, 2012:137). In moving from old traditional 
self-centred leadership to emotional intelligence-based leadership, Daft (2015:18) 
differentiates the leadership roles commonly associated with old paradigm leaders 
opposed to the new paradigm leaders (Daft, 2015:8). Old paradigm leaders are viewed 
as stabilisers, controllers, competitors, avoiders of diversity and self-acclaimed heroes 
(Daft, 2015:18). On the other hand, new emotional-based leadership is experienced 
by others as change facilitators, collaborators, promoters of diversity and humble 
leaders (Daft, 2015:18). 
Following on the reality notion, May (2010:32) proposes a new approach termed 
“organisational reality” which is based on the demands of changing times. The impact 
of the global economy, revolution in information technology, climate change and the 
need for environmental sustainability are identified as contributors dictating how 
leaders should lead organisations. May (2010:32) further contends that new paradigm 
leadership adheres to emerging influences on leadership demands that leadership 
success is not only judged on profit margins, but also on the wellbeing of others, the 
environment, organisational sustainability, and their legacy for future generations 
(May, 2010:32). 
Daft (2008) forecasts that executive derailment can be avoided by cultivating 
interpersonal skills, especially directed at treating others with respect and kindness. 
Blyde (1997:394) distinguishes between voluntaristic leadership that acknowledges 
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the importance of executive-leadership roles (position) and deterministic leadership 
positions, emphasising the executive’s role in creating organisational capacity through 
empowerment that enables organisations to function effectively without the leader’s 
direct contribution.   
3.5.2 The integrative leadership approach 
Scholarly consensus suggests an integrated approach, which combines various 
relevant leadership theories and practical experiences to develop effective global 
leadership (Bunker et al., 2010:121; Goldsmith et al., 2003:8). Where the primary 
driver for the authentic leadership approach is necessitated by global leadership 
failures and leadership scandals, the primary drivers for an integrative leadership 
approach are driven by human and environmental development challenges (Van der 
Heijden & Bouyé, 2015; Rowe & Guerrero (2011:284,285). 
Apart from scholarly calls for a new integrative approach to executive leadership, 
global challenges varying from sustainable development issues, economic decline, 
emerging environmental crises affecting water, energy and food security, terrorism 
and mass refugee re-settlements, existing leadership approaches are becoming 
saturated (Yukl, 2006; Avolio, 2007; Mendenhall, Osland, Bird, Oddou, Maznevski, 
Stevens & Stahl, 2013). An essential aspect to understand the integrative leadership 
theory is that none of the leadership theories are in conflict with each other; but rather 
they are generally complementary to each other (Yukl, 2006; Avolio, 2007; Mendenhall 
et al., 2013).  
Fernandez et al. (2010:308) point out that the study of leadership contains various 
clusters of leadership theories and approaches “each focusing on different pieces of 
the leadership puzzle, with few efforts at synthesis and integration”. Contemporary 
leadership scholars have, however, recently started to integrate elements of 
leadership models in wider global frameworks and contexts, such as Passmore 
(2010:36); Van Wart (2003); Yukl et al. (2002) and Hatala (2008). Building on existing 
leadership theories, this section deals with an integrated approach (Zydziunaite, 
Butautaite, Rutkiene & Tandzegolskiene 2015:18). A central theme in the integrative 
leadership and emotional-based leadership paradigm is the inter-active and two-way 
leadership that was identified in the literature (Daft, 2015:18). The integrative 
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approach, where others’ inputs are valued is the opposite of traditional older paradigm 
leadership approaches. The traditional leadership approach is characterised by top-
down autocratic self-centred leaders with limited interaction – commonly referred to as 
“one-way” leadership (Daft, 2015:18). Figure 3.7 is yet another simplistic but self-
explanatory image illustrating the two-way and the shared-leadership principle. 
Figure 3.7: Symbolic interactive role of integrative leadership 
 
Source: Adapted from Google images (2016) 
In line with Tropsman and Wooten (2010) and May’s (2010:31) notion of a saturated 
and confused state of leadership, Winston and Patterson (2006:6) argue that the vast 
numbers of leadership studies have contributed to the lack of a precise holistic 
definition of leadership. In an attempt to define integrative leadership, Winston and 
Patterson (2006:7) used the synergy of “a lot of blind men describing a walking 
elephant”, This is levelled at the 1000-plus leadership constructs categorised in 91 
discrete dimensions identified in their study. Even with a concerted effort, Winston and 
Patterson (2006:7) could only identify “parts of the elephant”. Winston and Patterson 
(2006:7) are in agreement with Kuhn’s (1996) claim that if current leadership 
paradigms become ineffective to reflect the observed phenomena; then it is time for a 
new leadership paradigm. Building on Winston and Patterson (2006:7), Kuhn (1996) 
and other empirical findings, this study seeks to identify the most relevant integrative 
leadership approach to link emotional intelligence, executive leadership and human 
development.  
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Passmore (2010:52) is in agreement that there is a need for an integrated leadership 
model. Based on the literature, Figure 3.8 presents various aspects that form part of 
an integrative leadership approach, based on emotional intelligence. 
Figure 3.8: Key aspects of an integrative leadership model based on 
emotional intelligence. 
 
Source: Adapted from Adapted from Zakarevičius and Župerka (2010) 
3.5.2.1 Defining integrative leadership 
Avolio (2007) and Yukl (2010) claim that leadership can no longer simply be described 
“as an individual characteristic of difference; but it is rather depicted in various models 
as dyadic, shared, relational, strategic, global, and a complex social dynamic”. The 
emphasis in the integrated leadership approach has shifted beyond the traditional 
leader to include “followers, peers, supervisors, work setting, context, and culture” in 
the leadership process (Zydziunaite et al., 2015:18). Passmore (2010:35) elaborates 
by referring to a macro-model that integrates “well with virtually every leadership model 
in popular use around the world, and provides context to the application of many of 
these leadership models”. The integrated leadership approach involves a holistic 
dimension enabling a top-bottom view of leadership from within a “big picture” 
perspective. Passmore (2010:36) defines integrated leadership as “a quality that is 
concerned with performance and with engagement with others. It is about developing 
exceptional performance through some process of engagement with others, such that 
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they, individually or collectively, give the discretionary effort, often without seeing this 
as an additional effort”. 
Cosby (2008) views integrative leadership as a dynamic emerging leadership 
approach, based on collective action in a boundary-less environment to achieve the 
common good. Integrative leadership involves leadership development from global to 
individual level; and it is mainly rooted in society, business, government, non-profit 
organisations, media, and community sectors. Hatala (2008:6) defines integrative 
leadership as “a holistic, reflective and responsive approach to leading oneself, 
leading others, and leading an organisation”. 
3.5.2.2 Bridging the leadership gap 
The concept of integrative leadership involves bridging the disparities between 
leadership theories and leadership skills that are measureable and suitable in “any 
business strategy or corporate culture” (Ulrich, Zenger & Smallwood, 1999). Bunker 
et al. (2010:53) claim that integrated leadership is the “missing ingredient” in current 
leadership concerning five inter-related qualities and approaches of purpose, drive, 
permanent change, people and “messiness”. Figure 3.9 graphically illustrates the 
inter-related dynamics and processes involved in integrative leadership. 
Figure 3.9: The interrelated dynamics and processes of integrative 
leadership 
 
Source: Adapted from Bunker et al. (2010:53) 
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Bunker et al. (2010:200) focus on an integrated leadership mindset, based on the 
multiple identities and cultural diversity in societies and organisations. The notion of 
Bunker et al. (2010:200) is in line with that of Mendenhall et al. (2013) global leaders’ 
characteristics concerning multi-cultural leadership, as discussed in Chapter 2.  
Mendenhall et al. (2013) proposed “focused reflection” to change leaders’ habitual 
ways of responding in traditional ways. Focused reflection involves the process when 
leaders challenge their “habits of mind and action”, in order to change and develop 
new skills. 
In the South African context, Pretorius (2013:138,139) implemented an integrated 
executive-leadership approach during 1991 at Toyota SA, within a framework of 
philosophical and practical leadership approaches. Pretorius (2013:138,139) claims 
that the integrated approach resulted in a “formidable force in the leader's execution 
arsenal”. Pretorius (2013:138,139) claims to have been inspired by US President 
Dwight Eisenhower’s (1953 to 1961) statement in retaliation to the tyranny of 
autocratic leadership as: 
You do not lead by hitting people over the head; that's assault; that is not 
leadership. Leadership is brandishing your spirit, not a baton. You cannot learn 
to be a leader; but you can learn to understand yourself and to accept yourself. 
More importantly, you can understand that good followers are not to be found 
at your ankles, but at your shoulder;  and they give you the strength you need. 
Pretorius’ (2013:138,139) reference to Eisenhower is self-explanatory, reflecting the 
true hallmark of effective leadership as being role-models for followers pertaining to 
“shoulder” height – thereby implying empowerment. 
3.5.2.3 Contextual framework for integrative leadership 
Kellerman (2014) and Avolio (2007) postulate that integrative leadership involves three 
primary components, namely: leaders, followers and context. The influence of the 
context on leadership is based on the assumption that leadership approaches are 
different in different contexts. Leadership approaches in China are, therefore, different 
from those in the United States (Silva, 2015). Within the context of followers, different 
leadership approaches vary, such as Transformational leadership (Northouse, 2010), 
Servant leadership (Passmore, 2010) and Shared leadership (Bennis & Thomas, 
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2002). From the perspective of an integrated leadership theory, various scholars 
advocate the need for new leadership approaches, based on an integrative process 
(Avolio, 2007; Kellerman, 2014). Based on the work of Kellerman (2014) and Avolio 
(2007) Figure 3.10 illustrates the equilateral relationships displayed in the triangle; and 
these are based on leaders, followers and context. Within the triangular model, the 
three theories form an integrative process to produce an Integrative Leadership 
Theory (Silva, 2015). 
Figure 3.10: The equilateral relationships in integrative leadership theories 
 
Source: Adapted from Kellerman (2014) and Avolio (2007) 
Silva (2015) postulates that theory building is a set of principles that explain 
phenomena about the natural or social world based on observation, experimentation, 
and reasoning. Elaborating on associated discussion and interpreting Figure 3.11, 
Silva (2015) suggests four basic principles that constitute an integrated-leadership 
theory. The principles involve a collaborative leadership role to achieve the goals of 
an organisation, the innate characteristics of intelligence, the creativity and personality 
that are not sufficient, but necessary to become leaders. The primary task of the leader 
is to initiate change in the followers’ behaviour, organisations and communities and to 
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acknowledge the historical and cultural factors that influence the leadership process 
(Silva, 2015).  
In line with Briggs’ (2004:8) graphical display, Silva (2015) suggests that developing 
an integrative leadership theory is similar to piecing a puzzle together. A prime 
example of an integrative-leadership theory and expanding on the afore-mentioned 
Implicit Leadership theory in Chapter 2, House et al. (2014:5) propose the Globe 
theoretical model. The Globe theoretical model is an integrative-leadership theory 
incorporating culture, leadership and organisational effectiveness. Further integrating 
emotional intelligence, the Global theoretical model focuses on societal human welfare 
and cultural economic success. The Globe theoretical integrative model is depicted in 
Figure 3.11 (House et al., 2014:6). 
Figure 3.11: The Globe theoretical integrative model 
 
Source: Adapted from House et al. (2014:6) 
The Globe theoretical model presented in Figure 3.11 was developed to define and 
measure the cultural values and the corresponding leadership attributes. According to 
House et al. (2014:5), the Globe theoretical model is an integration of the implicit 
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leadership theory (Lord & Maher, 1990), the value-belief theory of culture (Hofstede, 
1980; Triandis, 1995), the implicit motivation theory (McClelland, 1985), and the 
structural contingency theory of organisational form and effectiveness (Donaldson, 
1993; Hickson, Hinings, McMillan & Schwitter, 1974). Various cross-cultural 
researchers including Chhokar, Brodbeck and House (2007) are also acknowledged 
by House et al. (2014) for their contribution to the Global model. 
3.5.2.4 The Integrative-Leadership Theoretical roots are in emotional 
intelligence 
Emotions and emotionality are generally perceived as the core of experiences at work, 
and as predictors of performance (Rajah, Song & Arvey, 2011:1107). The two 
constructs’ model of emotional intelligence is an ability model (Mayer & Salovey, 1997) 
and a mixed model (Bar-On, 2006; Goleman, 1995). The ability model suggests an 
overlap between emotional intelligence and cognitive ability (Joseph & Newman, 
2010). According to Caruso and Salovey (2004), emotions and thoughts are 
intertwined (Caruso, 2003). Caruso (2003:24) refers to it as an “emotional blueprint” 
and highlights the fact that “emotions are important”.  
The practical implication of emotional intelligence is the ability “to understand how 
people feel, to use emotions to help one think, to understand the causes of emotions, 
and to manage emotions in decision-making” (Caruso, 2003:36). Caruso and Salovey 
(2004:26) also claims that the four-part model is applicable in any life realm; and it is 
considered as a blueprint for “leading more effective lives”. Day and Carroll (2008) 
contend that the mixed model encapsulates emotional intelligence and leadership. 
Personality traits, individual capabilities, and personal characteristics are some of the 
components of the mixed model (Day & Carroll, 2008). The mixed model application 
is widely used in industry, training, education, and leadership development; while it is 
generally frowned upon in the academic community (Antonakis, Ashkanasy & 
Dasborough, 2009).  
The mixed model includes the following three prominent approaches (Petrides, 
Vernon, Schermer, Ligthart, Boomsma & Veselka, 2010; Goleman et al., 2002; Bar-
On, 2006):  
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Firstly, the Trait of Emotional Intelligence is that self-perceptions and self-awareness 
are central in identifying emotional intelligence (Mavroveli, Petrides, Rieffe, & Bakker, 
2007; Petrides et al., 2010); and it involves “personality dimensions that relate to 
affect” (Mavroveli et al., 2007). Drawing heavily on the Trait of Emotional Intelligence 
emphasises behavioural dispositions and self-perceived abilities (Mavroveli et al., 
2007) and includes personality variables, such as “adaptability, assertiveness, 
emotional perception (self/others), optimism, self-esteem, and trait empathy”. The 
relevance for this study is highlighted in the section dealing with leadership 
development and training discussed below. 
Secondly, the Performance Model of emotional intelligence is based on the work of 
Goleman et al. (2002). Their model of competency implies that individual differences 
in competency levels generally result in differences in performance. According to 
Cherniss (1999) and Goleman (2001), empirical evidence has found a correlation 
between higher levels of emotional intelligence and work performance. The 
performance model has been widely accepted in business, institutional learning, non-
profit communities and the academic community (Ashkanasy & Daus, 2005). Hatala 
(2008:2) provides practical affirmation on Ashkanasy and Daus’ (2005) notion 
describing a collaborative relationship between the Business and Leadership faculty 
of the University of Saskatchewan and a Sioux aboriginal community to provide 
leadership-development programmes. The community included “academic, business, 
government and not-for-profit organisations” (Hatala, 2008:2). 
Thirdly, the Personality model is primarily grounded in Bar-On’s (2010) notion of 
emotional-social intelligence, which is defined as “a cross-section of inter-related 
emotional and social competencies, skills and facilitators that determine how well we 
understand and express ourselves, understand others and relate to them, and cope 
with the daily demands, challenges and pressures”. Bar-On’s (2006) integrative 
approach involves a combination of mental abilities, such as emotional self-awareness 
with other attributes, such as independence, self-regard, and mood. Bar-On’s (2010) 
emotional intelligence model consists of five factors, namely: intrapersonal, 
interpersonal, stress management, adaptability, general mood including 15 
overlapping competencies, skills, and other characteristics. 
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3.5.2.5 Integrative Leadership Theoretical roots in leadership theories 
Hatala (2008:2) contends that the integrative leadership theory can be traced to the 
Sioux aboriginal community. During a Sioux community and academic collaboration 
training venture, one of the aboriginal community members stated that “I am beginning 
to see that this is not a new approach to leadership, but is what our people have been 
teaching for 10,000 years” (Hatala, 2008:2). 
Mary Parker Follet (1924) laid the foundation during the turbulent Great Depression in 
the 1920s, when she advocated an integrative leadership approach for solving 
complex problems.  Follett (1924) suggested a process by which people “overcome 
conflict through a process of mutual purpose, thinking and willing”. Recent leadership 
studies have shifted the focus to the leader-follower-context, as a framework for the 
emotional intelligence theory. The context, based on the work of Fiedler (1967), is the 
latest addition to emotional intelligence scholarship thinking (Avolio & Gardner, 2005; 
Day & Lance, 2004; Hickman, 2010).  
Along with the context, the setting and the situation are significant components in 
understanding leadership (Hickman, 2010; Wren, 1995).  
Traditional leadership researchers focused on individual leader’s behaviours (Bass, 
1985; Kouzes & Posner, 2007), personality traits and characteristics (Bass, 2008; 
Goleman, 2000). As highlighted in Chapter 2, leadership behaviour was a central 
theme in describing leadership performance (Kouzes & Posner, 2007). An example is 
the behavioural components of individualised consideration, intellectual stimulation, 
inspirational motivation, and idealised influence of transformational leadership (Bass, 
1985). Another example is that of Kouzes and Posner’s (2007) notion of exemplary 
leadership practices, involving modelling the way, challenging the process, inspiring a 
shared vision, enabling others to act, and encouraging the heart. 
Avolio and Luthans (2006) and Goleman et al. (2002) propose optimism and self-
efficacy or self-esteem as significant components within the personality paradigm, and 
as important elements for effective leadership. Self-science, as advocated by 
Goleman et al. (2002) focusing on the self, highlights the notion that self-awareness 
is a significant attribute of effective leaders (Avolio, 2005; Avolio & Gardner, 2005). 
The concept of followers has generated a new proactive view in leadership theory, 
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suggesting that group effort is necessary in order to be socially successful, thereby 
confirming that both leadership and followership are equally important (Chaleff, 2003). 
The relevance of followers is highlighted by Kelly’s (1988) notion that organisational 
successes are partly determined by how effectively “followers follow” their leader. 
Various scholars have advocated the need for the older leadership approach to end; 
but Nelson (2012) motivates the reason for the emergence of a new integrative 
leadership approach within the framework of human development. According to 
Nelson (2012:4), an integrative leadership approach “creates and releases energy for 
change, while retaining and evolving a life-giving diversity, a diversity that is essential 
for sustainable change and abundance measured in increases in social, spiritual, 
environmental, as well as financial and material capital”. Nelson (2012:5) further points 
out the difficulties in implementing integrative leadership in complex fields of 
economic, social and environment practice, as being similar as the “atomic process of 
infusion”. 
3.5.3 The Emotionally Intelligent Leadership theory 
Allen, Shankman and Migual (2012) introduce the multi-facetted and dynamic 
construct of emotionally intelligent leadership as a theory. The theory is described as 
“a unique integrative and process-oriented theory that blends emotional intelligence 
with leadership” (Allen et al., 2012:190). The theory integrates context, self and others 
to attain goals and outcomes by means of emotionally intelligent leaders.  
Bennis (1989:34) highlights the significance of Norman Lear’s success as an 
international accredited television presenter in mastering the context by using four 
basic steps. These steps comprise to be self-expressive, to listen to the inner voice, 
to learn from the right mentors, and to follow a guiding vision. This practice-oriented 
experience of self-expression (emotional intelligence) and inner voice (spiritual 
intelligence) is empirically grounded and discussed in Chapter 5 (Goleman, 2011, 
2004, 2002; Wigglesworth, 2012; Safara & Bhatia, 2013; Zohar & Marshall, 2012). The 
core of the emotionally intelligent theory is that it is grounded within the mixed-model 
theory and that emotional intelligence is the cornerstone of effective leadership. The 
five-core emotionally intelligent leadership capacities of emotional self-control, self-
perception, flexibility, optimism and empathy are well-grounded within the four 
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prominent emotional intelligence models of Petrides and Furnham (2003); Goleman 
et al. (2002); Mayer and Salovey (1997) and Bar-On (2007). 
The emotional intelligent leadership theory provides a conceptualising framework, 
based on 21 capabilities for leadership empowerment in terms of “knowledge, skills, 
abilities, and other characteristics, in order to achieve leadership outcomes”. Although 
the theory was originally aimed at higher education, the application thereof could be 
useful in various contexts – especially in terms of executive education in the workplace 
(Allen et al., 2012:190). The relevance for executive leaders to master the context 
especially in areas of global human development is supported by Avolio and Gardner 
(2005). Reference to the context is within the working environment, in which 
understanding internal group dynamics, as well as external factors would enhance 
effective leadership (Allen et al., 2012:190).   
Based on the afore-mentioned work of Fiedler (1996) of combining context, self and 
others as a blended-emotional intelligence leadership theory, various other scholars 
have provided different elements to the holistic-leadership approach. The holistic 
approach covering various other leadership theories is presented in Table 3.13, as the 
Three-Factors and the 21-Capacities model of Emotional Intelligence Leadership 
Theory. Some of the leadership theories are discussed separately below, such as 
authentic leadership. 
Table 3.13: The Factors and Capacities model of Emotional Intelligence 
Leadership Theory 
Context 
Being aware of the environment in which leaders and followers operate 
• Environmental awareness: Thinking intentional consideration of environment and 
leadership process (Bass, 2008; Yukl, 2010) 
• Group savvy: Interpreting group dynamics in networks of an organisation (Bass, 
2008) 
 
Self 
Being aware of yourself in terms of your abilities and emotions 
• Emotional self-perception: Identifying emotions and reactions and their impact 
(Bar-On, 2007; Goleman, 2000; Goleman et al., 2002) 
• Honest self-understanding: Being aware of your own strengths and limitations 
(Yukl, 2010) 
• Healthy self-esteem: Balanced sense of self (Avolio & Luthans, 2006; Bass, 2008) 
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• Emotional self-control: Consciously moderating emotions and reactions (Avolio & 
Luthans, 2006) 
• Authenticity: Being transparent and trustworthy (Avolio & Gardner, 2005; Kouzes 
& Posner, 2010) 
• Flexibility: Being open and adaptive to changing situations (Avolio, 2005; Bass, 
2008)  
• Achievement: Being driven to improve, according to personal standards (Bar-On, 
2007) 
• Optimism: Being positive (Avolio & Luthans, 2006; Bass, 2008; Boyatzis & McKee, 
2005) 
• Initiative: Wanting and seeking opportunities (Bass, 2008) 
Others 
Being aware of your relationship with others and the role they play in the 
leadership process 
• Empathy: Understanding others from their perspective (Bass, 2008; Boyatzis & 
McKee, 2005) 
• Citizenship: Recognising and fulfilling one’s own responsibility for others, or the 
team (Northouse, 2010) 
• Inspiration: Motivating others towards a shared vision (Kouzes & Posner, 2008) 
• Influence: Demonstrating skills of persuasion (Northouse, 2010) 
• Coaching: Helping others to enhance their skills and abilities (Avolio, 2005; Bass, 
2008) 
• Change agent: Seeking out and working with others in new directions (Bass, 
2008) 
• Conflict management: Identifying and resolving problems and issues with others 
(Bass, 2008) 
• Developing relationships: Creating connections between, among, and with people 
(Bass, 1990) 
Source: Allen et al. (2012) 
3.5.4 The Passmore-Integrative Leadership model 
Passmore (2010:35) introduces six elements that are entrenched in most leadership 
models. The significance is that the six-element approach enables one to assess 
leadership styles and to develop leadership effectiveness. The six-element approach 
includes a holistic understanding with three higher-order factors of competence 
originating from each leadership style. The model is applicable for all levels of 
leadership in an organisation or society. Based on the assumption that performance 
varies and depends on interaction with others, the model provides a practical 
application, which is simple to interpret (Passmore, 2010:40). The two primary 
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components of Passmore’s (2010:35) leadership model involve the global factors and 
the specific leadership bi-polar elements. 
3.5.4.1 Global factors influencing the Passmore model 
Based on empirical research, Passmore (2010:36) identified three global high-order 
factors of competence, as requirements for effective leadership. The first factor is a 
determination to deliver high-performance output. Based on the Passmore model, 
effective leaders consider the attainment of identified goals and promises as a 
significant prerequisite for success those results in feelings of accomplishment. A 
leader’s determination to comply was identified as a key enabler, based on the findings 
that followers respond to leaders who demonstrate that they know what they are doing. 
The characteristics associated with a determination to deliver high-performance output 
involves a commitment to deliver, the willingness to challenge the status quo if 
necessary, the acute awareness of the leadership role, acknowledging competitive 
environments, the ability to respond with timeous action, to lead by example, to 
understand human capabilities, and the ability to remain focused. The key aspect in 
relation with this study involves the executive leader’s commitment and concern for 
long-term planning and succession planning (Passmore, 2010:36).        
The second factor of leadership engagement with individuals is directed towards 
attending to capabilities, confidence and the commitment of individuals. An emphasis 
on providing the means and environment for followers to fulfil their full potential by 
ensuring they have the necessary skill, knowledge and behaviour. The afore-
mentioned example of Toyota SA provides practical support for this theoretical 
construct (Pretorius, 2013:139). Providing followers with the opportunity to respond 
with additional discretionary effort and prioritising organisational needs above 
personal needs, showcases effective leadership. According to Passmore (2010:36), 
executive leaders can enhance productivity by focusing on the welfare of employees, 
ensuring employees have the capabilities to manage challenges, to ensure 
productivity, to maintain professional relationships, to show consideration for the 
feelings of others, to promote the ownership of goals and values, to improve 
productivity and to embrace harmony and team spirit. Demonstrating support and 
active involvement for these mentioned concerns is an indicator of emotional maturity 
in executive leaders (Passmore, 2010:36). 
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Thirdly, engagement with teams and organisations refers to the extent to which 
leaders understand the variety of teams and the relationships in the organisational 
harness, the collective strengths and enabling their effectiveness. Effective leaders 
improve problem-solving and decision-making skills by integrating followers’ expertise 
and experience to become more efficient and effective. Emphasis is placed on team 
effort to increase productivity and goal attainment. Highly effective leaders have the 
ability to identify and streamline cross-functional and process-based tasks. In support 
of this notion, Zydziunaite et al. (2015:18) posit that leadership is most successful 
when it is focused on processes, behaviours and perceptions. The following 
characteristics are associated with this factor (Passmore, 2010:36): 
 Demonstrating respect for the abilities of others; 
 Encouraging virtual creativity and initiative; 
 Acknowledging shared ideas and input from followers; 
 Demonstrating flexibility and the willingness to delegate; 
 Encouraging personal capabilities and skills; 
 The ability to focus on the core business; 
 The ability to involve everyone in the organisation to become more effective; 
 Acknowledging that no-one is irreplaceable and the focus of attention; 
 Acting in an emotionally mature manner, and 
 Pursuing an open-door policy, where everyone’s opinion is valued.  
Passmore’s (2010:44) integrative-leadership model included a spectrum scale to 
evaluate leaders’ effectiveness, as depicted in Figure 3.12.  
Figure 3.12: Passmore’s spectrum scale to measure integrative leadership 
effectiveness 
 
Source: Adapted from Passmore (2010:44) 
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The key to interpreting Passmore’s (2010:44) scale involves the codes: DtD – 
determination to deliver, EWL – engaging with individuals and EWT – engagement 
with teams. According to Passmore (2010:44), highly effective leaders measure a 
competence in all three areas listed in Figure 3.12. 
3.5.4.2 Specific integrative elements of the Passmore model 
Following on mentioning the spectrum scale and based on empirical studies, 
Passmore (2010:37) further identified six specific bi-polar scales that are rooted in 
most leadership theories and models. The six scales emerge as leadership styles, 
which propose no wrong or right answers; but they serve as a robust framework to 
develop leadership styles and behaviour (Browne, 2008). The bi-polar significance is 
that the two ends represent opposites. Passmore (2010:37) found that no specific 
combination of style correlates with high performance, thereby implying that leadership 
is situational. The scale is also relevant in mapping core aspects in organisational 
culture. Passmore (2010:37) points out that the context in which leaders behave and 
operate should always be taken into account. The six elements of the integrated model 
are shown in Figure 3.13. 
Figure 3.13: The six elements of the integrated model 
 
Source: Passmore (2010:37)  
Table 3.14 provides the scale description, when interpreting the measurements of the 
integrated model (Passmore, 2010:38). 
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Table 3.14: Description of the six elements 
Task v person Reflects & measures individual orientation of needs related to 
tasks & individuals. Reflects leader’s beliefs on how people are 
motivated to perform more effectively 
Flexible v 
dogmatic 
Describes the extent of leader’s willingness to involve others in 
decision-making in organisations. Indicates the extent to which 
making a decision is important – in the sense that making a 
decision quickly is more important than making the best possible 
decision, which might take time to achieve 
De-centralised 
v centralised 
Describes the extent of leadership involvement and to what extent 
others are empowered to exercise authority 
Reward v 
punishment 
Describes extent of leader’s perception about people’s responses 
to rewards or punishment 
The means v 
the end 
Describes how important goal attainment is to leaders and 
indicates to what extent leaders are willing to sacrifice 
Structured v 
organic 
Describes extent to which structure, planning and personal 
organisation are to leaders, and to what extent they will rely upon 
their presence and intuition 
Source: Passmore (2010:44) 
Passmore (2010:52) notes that leadership models emerge and disappear, and that no 
specific single approach is available to address and describe the leadership 
processes. Another observation is the tendency by leadership scholars to “re-invent 
the wheel”. A major obstacle is the lack of cross-pollination between disciplines that 
also use their “own language” to describe the leadership process (Passmore, 
2010:52). 
3.5.5 The Hatala Integrative Leadership theory 
The Hatala Integrative Leadership theory (Hatala, 2008; Hatala & Hatala, 2005) 
incorporates various leadership elements from other leadership models. The majority 
of the elements are closely linked to the ten independent variables of this study. The 
Hatala (2008) model also incorporates various elements identified in the emotional 
intelligent-leadership theory. The relevance between human development 
enhancement and integrative leadership approaches is related to the extent that 
executive leaders expand their responsibilities beyond the traditional scope of 
business, along with global leadership trends (Hatala & Hatala, 2005). Globally, more 
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executive leaders are involved with Corporate Social Responsibilities beyond core 
business responsibilities, in order to enhance human development, as discussed in 
Chapter 2 (Pearce and Manze, 2011:565). 
3.5.5.1 Key elements of the Hatala model 
The Hatala (2008) model is based on eight universal principles described as the 4-3-
2-1- model, which consists of an integrative framework consisting of four domains of 
intelligence, namely: physical, mental, emotional and spiritual intelligence, three levels 
of awareness and two basic choices (Hatala, 2008:6). Hatala and Hatala (2005) 
proposed the following graphical illustration describing how the 4-3-2-1 model 
integrates the domains, levels and choices in unity to form one wholeness that involves 
the integrative leadership approach, as depicted in Figure 3.14. 
Figure 3.14: The Hatala 4-3-2-1 Integrative Leadership Model 
 
Source: Adapted from Hatala (2008:6) 
The 4-3-2-1 model attempts to centralise all the domains, levels and choices in 
alignment with a “higher intent” of “service to others and ourselves”. The four 
intelligence domains are incorporated into a personal, interpersonal and 
organisational capacity. According to Hatala (2008:6), the three levels of awareness 
impact psychologically on the conscious (personality), subconscious (character), and 
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super conscious (the ideal or true self). The expression of the three levels of 
awareness occurs culturally as mechanistic (objects), organic (people), and holistic 
(principles). The “two” in the model relates to the power of choice that is either reaction-
based on previous habits, traditions, customs, or turbulent emotional states or 
reflection and choice-based, on how to respond to a situation, in accordance with the 
highest, noblest and best that one can envisage and embody as the “ideal self” 
(Hatala, 2008:6): 
The “one” involves the integration of a person’s intent, thoughts, feelings and actions 
in “alignment with a higher intent that leads to a state of flow psychologically, and a 
state of grace spiritually” (Hatala, 2008:6). The process of integration involves 
transactional (mechanistic), transformational (organic), and transcendent (holistic) 
change processes that are intertwined in the life domains of leaders. The relationship 
with the concept of “one” will be discussed in Chapter 5 under the theme of 
independent variable spiritual intelligence. 
The self-integration process involves the alignment of the four intelligence domains 
(physical-impulsive, instinctive thinking, mental-serial thinking, emotional, associate of 
thinking and spiritual unitive thinking). The alignment phase precedes acknowledging 
the three levels of awareness as the basis for personal, inter-personal and 
organisational success in terms of (Hatala & Hatala, 2005): 
 Level 1: personality: image of self - “Surreal self” (transactional change); 
 Level 2: individuality or character - “Real Self” (transformational change), and 
 Level 3: universally -“True self” (transcendental change). 
Following the acknowledged phase of self-awakening through free choice, the fifth 
domain referred to as “the power of choice” manifests. 
3.5.5.2 The nexus between the human element and leadership  
The integrative process of “connecting all the dots” is best illustrated by Bennis’ 
(1989:4) statement that “the process of becoming a leader is much the same as the 
process of becoming an integrated human being.” Hatala (2008) contends that within 
every leader, there is a human being and if flaws exist in the human being, those flaws 
will be extended to the team, organisation or community, which the leader serves. 
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Similar to the afore-mentioned emotional intelligence leadership theory, the starting 
point of integrative leadership begins with the individual or “self”. Hatala and Hatala 
(2005:13) contend that the power of personal awakening and the realisation of one’s 
inner self begin with the “capacity to know yourself (attitude), what you’re made of 
(model), where you are going (ideal) and discovering what you are here to do 
(purpose)”. Hatala and Hatala (2005) furthermore provide a seven-step approach of 
integrating the primary elements in leadership necessary for personal transformation, 
as a process of self-reflection. To avoid duplication with the elements of self-reflection 
previously discussed in this study, only four steps of the Hatala Integrative Leadership 
model’s seven-step approach are included in Table 3.15. 
Table 3.15: The seven-step and question-approach of self-reflection 
Real private self Where am I as a character and or individual? What are my 
strengths and shortcomings? 
Life & leadership 
learning 
What is my learning agenda to enhance my strengths and to 
reduce my weaknesses? Where do my ideal, real and surreal 
selves overlap and differ? 
Application and 
experimentation 
I practise new behaviours, beliefs, feelings and values on the 
road to mastery (through preparation, awakening, 
transforming, transcending and integration) 
Relations & 
associations 
I developed supportive and trusting relationships that make my 
personal, interpersonal and organisational change possible. 
Who will support and encourage me as I walk this part of 
integration? 
Source: Hatala and Hatala (2005) 
In alignment with the afore-mentioned self-science of emotional intelligence, the 
Hatala Integrative Leadership model extends the “self-theory” by claiming that great 
leadership emerges from self-awareness, self-management, being aware of others 
and managing others. Leaders become great leaders when they use their 
competency, compassion and consciousness to develop their awareness skills in their 
personal life and working environment (Hatala & Hatala, 2005).  
A distinctive character of great leaders is their ability to strengthen inner relationships 
with themselves and simultaneously to enhance their outer relationships with 
confidants (Hatala, 2008).  Based on this approach, the assumption is made that 
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leadership takes on the character of the organisation and vice versa (Hatala & Hatala, 
2005).  
3.5.6 Public sector integrative leadership approaches  
Leadership processes differ between private and public enterprise because the 
concept of integrated leadership in the public sector is based on generic management 
and public administration literature. According to Cosby (2008), integrative leadership 
enables leaders to engage in “multi-sector collaborations to work on the toughest 
public problems”. Integrative leadership in the public sector is primarily based on the 
integration of five leadership roles of task-oriented leadership, relations-oriented 
leadership, change-oriented leadership, diversity-oriented leadership, and integrity-
oriented leadership (Fernandez et al., 2010:309; Yukl, Gordon & Taber, 2002; Lindell 
& Rosenqvist, 1992).  
The five-dimensional model is especially suitable for public or organisational 
leadership. Figure 3.15 illustrates the integrative model of Fernandez et al. (2010:313). 
The mentioned leadership roles are related to both independent variable-change 
management and values alignment (integrity-oriented leadership) of this study, which 
is discussed in Chapter 5. 
Figure 3.15: Public Sector Integrative Leadership model 
 
Source: Fernadez et al. (2010:313) 
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The following leadership roles are shared by team leaders, supervisors, managers, 
single executive. Firstly, task-oriented leadership involves goal attainment. Task-
oriented leadership involves communication, planning, the co-ordination of 
subordinates, and providing feedback. The structures are well-defined (Bass, 
1990:472). Secondly, relation-oriented leadership is focused on the welfare of 
subordinates and maintaining interpersonal relationships in organisations. Relation-
oriented behaviours have emotional intelligence roots; and they are aimed at the 
wellbeing of subordinates, for example by treating subordinates as equals, recognising 
and appreciating hard work, creating empowerment opportunities for personal growth, 
and involving them in the decision-making process (Likert, 1967; Vroom & Yetton, 
1973).   
Thirdly, change-oriented leadership promotes and encourages change, according to 
environmental and organisational needs (Yukl et al., 2002:65). Change-oriented 
leadership is closely related to transformational leadership, as discussed in Chapter 
2. In the public sector, managing organisational change to improve service delivery 
and accountability is a critical element of effective leadership (Fernandez & Rainey, 
2006). Recent disruptions of the SA parliament and the nationwide mass mobilisation 
are primarily as a result of frustration directed at executive and senior leadership and 
poor service delivery (SAPA, 2015:1). Related to this study is that of Ekvall and 
Arvonen (1991). They found that change-oriented leadership was positively related 
with the leader's level of competence or effectiveness and improved performance in 
public organisations (Fernandez, 2008).   
Fourthly, diversity-oriented leadership is of particular relevance in the SA public 
service context. Increasing levels of violence and especially the manner in which the 
South African Police Service responded highlights the critical need to train public 
executives. The dismissal of National Police Commissioner, General Riah Phiyega 
following the Marikana massacre and the subsequent findings of the Farlam enquiry 
are indicative of the seriousness of diversity-oriented leadership (Gqirana, 2016). 
Other examples of racial tensions and mobilisations include the “The Fees must Fall 
Campaign and violence at university residences.  
Further appropriate examples will be discussed under Ethical leadership. Richard, 
Barnett, Dwyer and Chadwick (2004) contend that the relationships between diversity 
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and performance are complex and cannot be conceived simply as “diversity equals 
better performance”. Despite the lack of public leadership research, indications are 
that leaders who understand and demonstrate sensitivity to diversity are more effective 
and gain leadership advantages over their counterparts. Advantages include 
increased performance, participation and higher levels of motivated subordinates, 
increasing the quality of decisions and decision acceptance (Horwitz & Horwitz, 2007; 
Kochan, Bezrukova, Ely, Jackson, Joshi, Jehn, Leonard & Thomas, 2003).  
Integrative leaders who are attentive to diversity have a higher potential “for enhancing 
value for the organization through the human capital represented by the skills, 
experience and knowledge of diverse stakeholders” (Barney & Wright, 1998).  
The fifth and final leadership role is integrity-oriented leadership. In general, public 
enterprise imposes stringent requirements and demands for legality, fairness, and the 
equality of employees. Service orientations are imposed on public leaders primarily as 
a result of the institutionalised and politicised nature of the public domain (Rainey, 
2003). Integrity was identified as one of five fundamental competencies by the U.S. 
Office of Personnel Management (OPM); while the Senior Executive Service (SES) 
prioritises integrity, as the primary competency among 26 specific competences 
required for enrolment (Office of Personnel Management, 2006; National Academy of 
Public Administration, 2003). Theoretical support highlights the positive effect of 
integrity on organisational performance. Colquitt, Conlon, Wesson, Porter and Ng 
(2001) found that “fair practices within organisations” positively impacts on both the 
quality of life of individuals and their organisational performance.  
3.5.6.1 Integrative-leadership theories within the public sector 
There is limited evidence-based cases studies and appropriate literature available on 
integrative leadership theories and applications in the public sector domain. This 
study, however, identified an example of effective integrative leadership theory in the 
public sector involving the Australian Public Service Commission (APS). The APS 
adopted the “Integrated Leadership System” in 2004 (Briggs, 2004:4). Apart from 
catering for success planning, the system links all aspects of leadership within the 
APS. The aim of the system was to develop and incubate leadership for present and 
future needs.  
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The APS adopted the integrative leadership framework for executive and senior 
executive leadership development programmes. The APS framework also caters for 
developing careers of a feeder group to strengthen the capacity of the APS (Briggs, 
2004). The APS approach is in line with this study’s independent variable succession 
planning, which is also discussed in Chapter 4. Figure 3.16 graphically illustrates the 
five distinctive developmental areas of the executive leadership-development 
framework of the APS, which reminds one of Fernandez et al. (2010:308) afore-
mentioned notion of the “leadership puzzle”. 
Figure 3.16: APS five developmental areas of the executive leadership 
development 
 
Source: Adapted from Briggs (2004:6) 
Similar integrative leadership approaches as the APS leadership component are well-
grounded in the leadership literature, such as Passmore’s (2010) integrative 
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leadership approach. Figure 3.16 lists the five capability clusters of the APS leadership 
component, which correspond with the afore-mentioned leadership theories. The five-
cluster approach serves as framework, which can be used to design leadership-
training programmes for the South African public service. 
Table 3.16: The five-cluster approach serves as a framework 
Capability Leadership component 
Shapes strategic thinking 
Inspires a sense of purpose & 
direction 
Demonstrates & develops a vision & 
strategic direction 
Focuses strategically Understands organizational role within 
government & society 
Achieves Results 
Ensures closure & delivers on 
intended results 
Strives to achieve & encourages others 
Cultivates Productive Working Relationships 
Values individual differences & 
diversity 
Capitalises on the positive benefits that can 
be gained from diversity & harnesses 
different viewpoints 
Guides, mentors & develops people Support in times of high pressure & 
participates in activities to maintain morale 
Source: Briggs (2004:8) 
3.6 CONTEMPORARY EMOTIONALLY INTELLIGENT LEADERSHIP 
APPROACHES 
The following Emotionally Intelligent Leadership approaches are well-grounded in the 
emotional domain (Mayer et al., 2001:2; Hughes at el., 2005:12; Barling et al., 
2000:157; Bennis and Thomas, 2002; Goleman et al., 2002). Although the approaches 
are discussed separately, the approaches form part of different components under the 
umbrella approach of integrative leadership and the emotional intelligence paradigm 
(Goldsmith et al., 203:95,96; Northouse, 2010:205; Pearce & Manz, 2002:568, 
Luthans & Avolio, 2003).  
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3.6.1 Shared Leadership 
In spirit of the cordial link, Bennis and Thomas (2002) places the notion of shared 
leadership among other relevant critical leadership factors on centre stage, by claiming 
that: 
Global leadership requires a new set of competencies blended with the 
wholeness of emotional experiences. These include technological savvy, 
anticipating opportunity, personal mastery, constructive conflict, thinking 
globally, appreciating diversity, building partnerships, sharing leadership, 
creating a shared vision, demonstrating integrity, empowering people, leading 
change, developing people, ensuring customer satisfaction, and maintaining a 
competitive advantage. 
Bennis and Thomas (2002) furthermore provide empirical substance based on a multi-
year study by reinforcing the emotional intelligence traits. Personal mastery through 
emotional awareness is necessary for working in a boundary-less global community. 
Bennis and Thomas (2002) contend that true global leadership can only occur with the 
alignment of a leader’s own capabilities, evolutionary brains, motivations, and hearts. 
The pathway to global leadership involves integrating the domains of leadership 
development of emotional awareness required for the success of the human spirit in 
the environment we knew (or thought we knew) as business today. Due to the rapidly 
changing global environment, shared leadership based on the principle of leading on 
a non-hierarchical and multi-dimensional way emerged, where it is “unclear who is the 
boss of who”.  
In an effort to maximise talent and expertise the “Executive team model” is regarded 
as a successful leadership approach, in which a leadership team strategy is 
implemented opposed to a centralised leadership approach centred in one person. 
Shared leadership caters for empowered individuals to take charge of leading in their 
areas of expertise within an organisation (Goldsmith et al., 203:95, 96). 
Goldsmith et al. (2003:110) describe the concept of a shared vision, which forms part 
of shared leadership as a process, in which “leaders unleash the power of collective 
intelligence”. The collective leadership approach involves assembling extraordinary 
people who are focused on meaningful work, connected to their wisdom, and who are 
187 
motivated to achieve extraordinary goals. Opposed to the traditional leadership 
paradigm of top-down influence and the leadership role performed by an individual, 
the shared leadership approach proposes a shared leadership responsibility 
distributed among members of organisations, networks or communities (Fernandez et 
al., 2010:309; Crosby & Bryson, 2005; Ensley, Hmieleski, & Pearce,   2006; Hiller, 
Day, & Vance, 2006; Pearce & Conger, 2003).  
Pearce and Conger (2003) also describe shared leadership as a distributed leadership 
responsibility among a group. Shared leadership furthermore involves a relational 
process of social interactions and networks of influence at different levels (Fletcher & 
Kaüfer, 2003:21).  Carson, Tesluk, Marrone (2007) and Ensley, Pearson and Pearce 
(2003) found that shared leadership positively impacted on team performance, which 
in turn, enhanced group cohesion and collaboration.  
Volberda, Morgan, Reinmoeller, Hitt, Ireland and Hoskisson (2011:147) point out that 
shared leadership is often applied in mergers, acquisitions and alliances. Alliances 
involve agreements between parties to undertake joint activities, to pursue shared 
goals, or to protect common interests. Alliances are widely used in business regulated 
by contracts that stipulate the “equitable sharing of risks and opportunities by all 
partners” (Volberda et al., 2011:147).  
SkyTeam is an example of an international airline company that includes Delta 
Airlines, Air France, and KLM as core members with a shared-leadership approach. 
Acquisitions involve corporate expansion, where one “corporate entity internalises 
another entity, which subsequently ceases to exist independently” (Volberda et al., 
2011:147). Although acquisitions increase the risk factors; fast growth and business 
development often increase – implying returns on investments. A classic example is 
that of SAB Miller, which acquired Grolsch in 2007 – ending Grolsch's independent 
brand (Volberda et al., 2011:147). 
Bunker et al. (2010:17) caution that without any specific leadership responsibility, the 
shared responsibility and accountability to some degree failed to identify or react when 
the mid-2008 economy meltdown was “looming on the horizon”. The notion to extend 
leadership influence and development in a “boundary-less global community” and 
“technological savvy” (Bennis & Thomas, 2002) is in line with technology-based 
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training, which will be discussed under leadership development and training in Chapter 
4. 
Pearce and Manz (2002:568) provide a shared leadership model by emphasising the 
difference of executive power between shared leadership and self-leadership that is 
opposed to centralised leadership power. The relationship between leadership 
centrality, self and shared leadership and corporate social irresponsibility (CSIR) is 
illustrated in Figure 3.17. 
Figure 3.17: The relationship between leadership centrality, self and shared 
leadership and corporate social irresponsibility (CSIR) 
 
Source: Pearce and Manz (2002:568) 
3.6.2 Authentic leadership 
According to Northouse (2010:205), authentic leadership is in a formative phase; and 
it is one of the newest developments in leadership research. The authenticity of the 
leadership approach implies whether the concept and authentic leaders are genuine 
and real. The meaning of the concept of authenticity is best described as “authentic 
and absolutely unique” to a particular brand, such as BMW or Rolls Royce, which 
occupies a major position in the automotive market place (Volberda et al., 2011:193).  
Northouse (2010:205) predicts that authentic leadership will change; as newer 
research is conducted. While various scholars tend to highlight the flaws in leadership 
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theories, Peterson and Luthans (2003) and Jensen and Luthans (2006) however, 
emphasise the positive achievements and prospects of authentic leadership as an 
emerging theory. The authentic leadership model is a relatively new development, 
although empirical testing has been conducted. The question regarding the 
effectiveness needs to be empirically substantiated (Northouse, 2010:221).  
Authentic leadership is acknowledged as developing beyond current traits-based 
leadership theories. Rowe and Guerrero (2011:289) signal optimism about the 
prospects of authentic leadership for a more ethical approach to leadership and 
leadership development. According to Rowe and Guerrero (2011:289), authentic 
leadership is “the opposite of the selfish and self-serving portrayals of corporate greed 
that dominate the headlines”.  
The notion of authentic leadership, as summarised by Rowe and Guerrero (2011:289) 
highlights the relevance of analysing examples of leadership failure, as discussed in 
this study pertaining to President Zuma and the four national commissioners of the 
South African Police Service. 
3.6.2.1 Defining authentic leadership 
Luthans and Avolio (2003) describe authentic leadership as a process of fostering 
positive self-development, based on self-awareness and self-regulated positive 
behaviours. Northouse (2010:206) refers to the complexity and multiple definitions of 
authentic leadership, but follows a similar approach as Rowe and Guerrero 
(2011:284,285) by distinguishing between intrapersonal, interpersonal and 
developmental definitions in describing authentic leadership. 
Intrapersonal definitions are focused on the leader in terms of self-knowledge and self-
regulation. The leadership concepts are based on strong values and leading by 
conviction. These values include loyalty, responsibility, trustworthiness, integrity, 
accountability, respect, and fairness; and they are categorised with strong elements 
of emotional intelligence and self-certainty (Michie & Gooty, 2005). Shamir and Eilam 
(2005) and Northouse (2010:206) provide a practical reference by describing authentic 
leaders as “originals and not copies”. Authentic leaders lead from conviction; and they 
portray genuine leadership qualities.  
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 Interpersonal definitions emphasise the relational aspect between authentic 
leaders and followers. Apart from portraying optimistic and hopeful lists, 
authentic leaders are seen as builders of confidence, hope, and trust (Avolio, 
Gardner, Walumbwa, Luthans, & May, 2004; Bunker et al., 2010:8). Positive 
follower attitudes occur as a result of positive modelling, personal and social 
identification, emotional contagion, and positive social exchanges by authentic 
leaders.  
 Developmental definitions integrate into personal and interpersonal behaviours. 
The relevant findings of various studies propose that positive psychological 
capabilities, including relational transparency, moral perspectives and self-
awareness can be taught (Avolio & Gardner, 2005). 
Černe and Škerlavaj’s (2013) framework of authentic leadership relates to two 
independent variables of this study in terms of emotional intelligence and spiritual 
intelligence, pertaining to reference of one’s “own-self”. Based on earlier empirical 
work of Chan, Hannah and Gardner (2005), Černe and Škerlavaj (2013) highlight the 
authentic leader’s capacity to effectively internalise information about themselves 
(their values, beliefs, goals, and feelings). Authentic leaders adapt behaviour to 
accommodate their own self, personal identity; they and blend personal preferences 
with the demands of society. 
3.6.2.2 Theoretical developments of authentic leadership 
The authentic leadership concept emerged following various global ethical scandals, 
such as WorldCom, Tyco and Enron (Rowe & Guerrero, 2011:286). Various 
developmental stages followed, such as models that focused on values and attributes, 
interpersonal effects, followers’ wellbeing. Rowe and Guerrero (2011:286) emphasise 
that authentic leadership has empirically proved to be an indicator of group-level 
leadership outcomes in terms of performance and job satisfaction. Theoretically, 
authentic leadership has been implemented on the firm-level outcomes, including 
organisational learning. Contemporary empirical and theoretical findings identified for 
all the components of authentic leadership, namely: self-awareness, relational 
transparency, internalised moral perspective, and balanced processing (Rowe & 
Guerrero, 2011:286). 
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Rowe and Guerrero (2011:288) acknowledged the simultaneous developments of 
authentic leadership in terms of theory-building in the academia, and business 
practitioners as a response to the need for ethical governance and accountability in 
leadership. The relationship between theory and business practice is well-illustrated 
by the example of Bill George (2003:11; Nohria & Khurana, 2010:285), professor of 
management at Harvard Business School. George (2003) was the previous CEO of 
Medtronic, who increased the market share from $1.1 to $60 billion over a 13-year 
period. Being successful in both business and academia, George (2003) claims that 
based on his experience, authentic leadership is the preferred leadership style 
(George, 2003:11; Nohria & Khurana, 2010:285). 
3.6.2.3 The Core elements of authentic leadership 
Based on 30 years of empirical research, George (2003, Northouse, 2010:212) 
identified five core authentic leadership characteristics: 
 Authentic leaders understand the purpose of leadership; 
 They demonstrate strong values about the right thing to do; 
 They establish trusting relationships with others; 
 They demonstrate self-discipline and act on the values, and 
 Authentic leaders are passionate about their mission and act “from the heart”. 
According to Luthans and Avolio (2003), authentic leaders are “confident, hopeful, 
optimistic, resilient, transparent, moral and ethical, future-oriented; and they give 
priority to developing associates to become leaders”. 
Based on Bunker et al. (2010:31), Goleman et al. (2002), Rowe and Guerrero 
(201:286), Goldsmith et al. (2003xxi), Nohria and Khurana (2010:22), Avolio and 
Gardner (2005:325), Hannum et al. (2007:117) Gardner Avolio, Luthans, May, & 
Walumbwa (2005), Kernis’ (2003) notion of authentic leadership, Northouse 
(2010:217) provides an integrated graphical description, demonstrating the flow and 
interaction between the core authentic leadership components in Figure 3.18.  
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Figure 3.18: The listed components of authentic leadership 
 
Source: Adapted from Luthans and Avolio (2003, in Northouse, 2010:217) 
This section discusses the four central aspects of authentic leadership behaviour as 
based on the influences of positive psychological capacities, positive ethical climate 
and critical life events, as displayed in Figure 3.21 (Walumbwa, Avolio, Gardner, 
Wernsing and Peterson, 2008:94 in Rowe and Guerrero (2011:284,285). 
 Self-awareness: Extending on Goleman et al. (2002) notion, Rowe and 
Guerrero (2011:286) and Goldsmith et al. (2003) offer deeper insight into self-
awareness by explaining the role of inherent contradictory self-aspects and the 
effect of these contradictions in influencing one’s thoughts, feelings, actions, 
and behaviours. Followers perceive leaders as authentic because of their 
understanding of their own strengths and weaknesses (Bunker et al., 2010:31). 
Nohria and Khurana (2010:22) agree that “willingness and the capacity for 
individuals to be self-reflective” is essential, in order for leaders to develop 
themselves to become authentic leaders. 
 Internalised moral perspective: Moral reasoning refers to the capacity to make 
ethical decisions. Moral reasoning is inherent in authentic leaders; and it is 
developed over a lifetime, which enables “balanced decision-making that 
serves the greater good over time” (Northouse, 2010:220; Hannum et al., 
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2007:111). The internalised moral perspective is related to this study as an 
independent variable of values alignment. Internalised moral perspective refers 
to the process of self-regulation, in which leaders “align their values with their 
intentions and actions” (Avolio & Gardner, 2005:325; Hannum et al., 2007:117). 
The significance is well-grounded in Rowe and Guerrero (2011:287) claiming 
that authentic leaders will resist external pressures and temptations that are 
contrary to their moral standards and ethical beliefs “through an internal 
process of regulation that ensures that their values are congruent with the 
anticipated outcomes of a behaviour”. The essence of authentic behaviour is 
consistency between leaders’ statements and actions, by aligning their values, 
according to their own “true selves” (Rowe & Guerrero, 2011:287). Linking 
authentic and transformational leadership with moral reasoning Turner, Barlind, 
Epitropake, Butcher and Milner (2002) found a positive correlation between 
authentic transformational leaders and ethical and moral leadership. The 
causal effect and relationship between morality and authentic leadership is 
illustrated in Figure 3.19. 
Figure 3.19: The causal effect and relationship between morality and 
authentic leadership 
 
Source: May, Chan, Hodges and Avolio (2003:250) 
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 Balanced processing: Balanced processing is closely related to a leader’s 
character and integrity. Balanced processing is the ability to gather, interpret 
and processes negative and positive information in an unbiased way, before 
taking action or making decisions (Rowe & Guerrero, 2011:287). Balanced 
processing is also known as unbiased processing. Balanced processing is also 
an introspective evaluation of leaders’ actions; and the qualifying element is to 
evaluate all information without ignoring or distorting any of such information 
(Gardner et aI., 2005; Kernis, 2003). 
 Relational transparency: Leaders who demonstrate relational transparency are 
perceived as genuinely authentic leaders (Johansen, 2009:104, Hannum, 
2007:5). Relational transparency refers to a leader’s ability to communicate 
honestly and to be truthful in terms of the self-disclosure of any shortcomings 
(Gardner et aI., 2005; Kernis, 2003; Kouzes & Posner, 2007:48). The role of 
communication is highlighted by Hannum et al. (2007:11), Hannum et al. 
(2007:205), and Nohria and Khurana (2010:282) in stating that “communication 
shapes a leader’s authenticity and reputation for integrity”. 
 Positive psychological: Stout-Rostron (2014:27) contends that authentic 
leadership theory relies heavily on aspects in the positive psychology domain. 
Positive psychological capacities, such as confidence, hope, optimism, and 
resilience, which are thought of as fixed aspects of personality, can be 
developed through coaching and training (Northouse, 2010: 219; Luthans & 
Avolio, 2003). 
 Self-invention: Bennis (1989:50-51), in alignment with the emotional nexus in 
this study, advocates that leaders should be authentic, based on the notion that 
leaders should become their “own authors to discover their own native energies 
and desires, and then to find their own way of acting on them”. Bennis (1989:51) 
contends that leaders should applaud their successes and achievements as 
they form part of learning the lessons of life. For Bennis (1989:51) applauding 
oneself is part of “inventing yourself, of creating your own destiny”. 
3.6.2.4 The application of authentic leadership 
Extending the notion of balance, Passmore (2010:18) and Park et al. (2004) contend 
that leaders’ personal authenticity relates to “being true to themselves, accurately 
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representing their intentions and commitments with emotional genuineness”. 
Passmore (2010:18) includes Gergen (1991) and Wang’s (1999) notion of “social 
authenticity”. This, according to them, refers to “being true to the needs of the situation, 
attuned to others and the context, and to the impact the leaders are likely to have on 
others”. The notion of critical life events is also illustrated in Figure 3.19, which includes 
both positive and negative events. This can serve as a catalyst for change, self-
empowerment and the empowerment of others (Luthans & Avolio, 2003; Shamir & 
Eilam, 2005).  
A relevant example includes the erection of anti-suicide barriers on the Van Staden’s 
Bridge near Thornhill in the Eastern Cape, South Africa. Over many years, the South 
African National Road Agency (SANRAL) declined to approve the barriers, in spite of 
78 suicides at the bridge. Soon after the suicide of a family member of an executive 
member at SANRAL, permission was granted for the erection of the first anti-suicide 
barrier on a national road in SA in December 2013 (Els, 2015:297). 
Goffee and Jones (2006) have drawn attention to the term “co-created”, thereby 
referring to the interaction between leaders and followers. Figure 3.20 illustrates three 
leadership positions central to authenticity and the interaction between the “self” and 
the “others” of authentic leadership. 
Figure 3.20: The relationship between the “self” and the “others” in 
authentic leadership 
 
Source: Passmore (2010:18) 
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Interpreting the process illustrated in Figure 3.20, Passmore (2010:18) highlights the 
importance of flexibility on how leaders express their character strengths. The 
character strengths relate to expressing courage, creativity and motivation. If the 
strengths are expressed, without considering the contextual environment and how it 
relates to other individuals, it would not necessarily accomplish the demands of 
transformational changes (Passmore, 2010:18). The value of authentic leadership 
emerges when leaders express primary strengths, according and applicable to 
different contexts, as displayed in Figure 3.20. 
In line with the afore-mentioned alliance between academia and business, Terry (1993 
in Northouse, 2010:209) developed a practically oriented “Authentic Action Wheel” to 
identify and address underlying problems in organisations. Based on six components, 
problems involving mission, power, structure, resources, existence and meaning, can 
be located on the diagnostic wheel; and this then strategically suggests an appropriate 
solution. Figure 3.21 graphically represents the components and action steps required 
to solve the underlying problem. 
Figure 3.21: Components and actions steps 
 
Source: Adapted from Northouse (2010:209) 
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3.6.2.5 Criticism of authentic leadership 
Northouse (2010:223) levels criticism at the lack of empirical foundation; and he 
cautions the use and explanation of authentic leadership. Furthermore, Northouse 
(2010:223) voices concerns for a more defined approach to evaluate the underlying 
factors on which moral values interact with other components. Various scholars argue 
that by including positive psychology, authentic leadership is becoming too broad and 
difficult to measure (Cooper, Scandura & Schriesheim, 2005; Cameron et al., 2003; 
Northouse, 2010:223). Northouse (2010:223) suggests further empirical research on 
the inclusion of positive psychological capacities in authentic leadership. A final 
criticism involves the uncertainty as to what the impact on organisational outcomes is; 
and whether authentic leadership is sufficient to achieve the desirable organisational 
goals. The critical question therefore is whether authentic leadership is effective, and 
in what context; and whether authentic leadership contributes to organisational 
outcomes (Northouse, 2010:224). 
3.6.2.6 The significance of authentic leadership 
Within this study’s framework of executive leadership, Northouse (2010:222) argues 
the relevance of authentic leadership, based on leadership failures during the past 20 
years that has created distrust in leaders. Authentic leadership fulfils the gap and 
provides the solution for solid and sound leadership in an uncertain global environment 
(Northouse, 2010:222). Authentic leadership is, furthermore, transparent, morally 
grounded, and responsive to the needs and values of people. The application is of 
particular relevance, based on the practical and theoretical guidelines for authentic 
leadership development. Authentic leadership emerged in response to global 
leadership failures in the public and private sectors, based on society’s demands for 
ethical integrity-based leadership; and it is now considered to be timeous. 
Transformational, servant leadership is similarly based on morality and ethical values. 
The role of positivism and positive psychology has been highlighted in the discussion 
of neuro-leadership; and it is grounded in the emotional intelligence domain. The two 
key factors relevant to this study are that authentic leadership principles can be learnt 
and taught over time; and they can be measured by using the Authentic Leadership 
Questionnaire (ALQ) (Northouse, 2010:222-223).  
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3.6.2.7 Case analyses of authentic leadership 
Three examples of extraordinary authentic leadership are discussed, based on the 
notion that authentic leaders share seven common characteristics, which other leaders 
do not have. These characteristics are: authenticity, respect, clarity, collaboration, 
learning and courage (Myers, 2011). For leaders to maintain their legitimacy, they 
need to be seen as “continuing being human, humble, and approachable” (Nohria & 
Khurana, 2010:465). The key leadership feature is the ability to be natural leaders who 
are conformable to different cultures, based on honest self-awareness (Daft, 2015:37).  
 Hsi-Wei Chou, previous governor of Taipei County in Taiwan, once saw his 
security guards struggling to control a man who was waving a piece of paper in 
the air and wanted to speak to the governor. Hsi-Wei Chou requested the 
guards to allow him to speak to the man; and he defused the situation. Hsi-Wei 
Chou, implicated that it is about treating people with respect, stated: “Whether 
the man is right or wrong, he deserves the respect of his government and his 
governor”. 
 Chesley Sullenberger is regarded as an authentic leader with a passion for 
learning and sharing. Sullenberger wanted to be a pilot from the age of five; 
and he spent his entire life in pursuit of excellence in aviation. After pursuing 40 
years of excellence as a pilot, Sullenberger was best qualified to be in control 
of US Airways flight 1549, which was forced to perform an emergency landing 
on the Hudson River in 2009. Sullenberger’s passion and quest for continuous 
training for himself and every member of his flight crew, is a critical element of 
effective and authentic leadership (Myers, 2011). 
 Nelson Mandela is described as an authentic executive leader, whose legacy 
embodies “the strongest qualities of emotional intelligence” (Stout-Rostron, 
2014:32). Northouse (2010:213) claims that authentic leaders understand their 
“True North”, based on their values, beliefs and clear understanding “to do the 
right thing”. Nelson Mandela, the recipient of a Nobel Peace Prize, is 
acknowledged for his strong moral values. In his pursuit for equality and justice 
for all, Mandela did not alter his position, based on his values. Nelson Mandela 
declined an offer that if he renounced his viewpoint, the SA authorities would 
release him from prison. Nelson Mandela knew his values and remained faithful 
to his conviction; and he subsequently reflected those values in his leadership 
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as proposed in empirical literature (Northouse, 2010:213; Els, 2015:47). Stout-
Rostron (2014:34) claims that Mandela’s intrinsic judgement of knowing “when 
to consult, and when to go ahead alone” show the supreme and ultimate test of 
emotional intelligence in leadership. It should be noted that reference to 
Mandela’s leadership legacy is neither as a result of blind loyalty, or admiration 
nor by accident, but based on a comparative analysis of the empirical evidence. 
The discussed examples of Mandela’s leadership behaviour and role-modelling 
legacy highlight some of the leadership traits similar to servant leadership in 
terms of self-sacrifice, authentic leadership and emotionally intelligent 
leadership on the basis of Mandela’s lack of bitterness and ability to focus on 
the overall common good. (Stout-Rostron, 2014:xi. 32-33; Mandela, 1994). 
3.6.3 The servant-leadership model 
Greenleaf (1977) coined the term servant leadership, linking leadership closer to the 
needs of the followers. Greenleaf (1977) advocated the need that servant leadership 
had a wider “responsibility to society to accept the ‘have-nots’ and to set right 
inequalities and social injustices”. Peltier (2010:26) describes servant leadership as 
an ethical and value-based leadership style, where the leader prioritises serving 
others. 
Wong and Page (2003) emphasised a number of important factors, where the servant 
leader serves others without seeking recognition; and he places leadership above the 
position of status. Two definitive aspects regarding personal sacrifice and the 
willingness to learn from others places servant leaders in the emotional intelligence 
domain. Other related aspects to emotional intelligence are servant leaders 
understanding of one’s own feelings and empathy that form part of their service-
oriented leadership style (Parolini, 2005). A key value of servant leadership in 
organisations is the ability to use social-competence skills to create a working 
environment, where the input of others is appreciated, acknowledged and valued, thus 
empowering subordinates.  
These abilities include inspiration, reflection, foresight, and relational aptitude, which 
is also emphasised by various emotional intelligence scholars.  
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Corrupt leadership and leadership failures are a central issue in this study. Goleman 
(1998:97) draws a significant link between integrity, servant leadership and authentic 
leadership – by proposing self-regulation to leadership that enhances integrity as a 
possible solution. According to Goleman, the root of corrupt leadership is related to 
impulsive behaviour in response to opportunity. Leaders seldom plan to abuse power 
for self-gain, to exaggerate profit margins or to embezzle funds (Goleman, 1998:97). 
Coleman claims that corrupt behaviour or misdemeanour often occurs, as a result of 
impulsive behaviour when leaders with low impulse control cannot resist the 
temptation. Leaders’ self-regulation and high impulse control can be described as a 
personal virtue and organisational strength (Goleman, 1998:97). Opposed to servant 
leadership, Pretorius (2013:157) describes the primary drivers for self-serving leaders 
as “greed, selfishness and ego”, which qualities are associated with autocratic 
leadership practices. 
Cherniss (1999) and Goleman (2001) identify the core servant-leadership 
competencies that enhance organisational effectiveness. The competencies also 
related to emotional intelligence include employee recruitment and retention, 
empowering and developing employees, enhancing teamwork, innovation and 
creativity, productivity and efficiency, service quality and customer loyalty and greater 
employee morality and ethical governance (Cherniss & Goleman, 2001). Passmore 
(2010:10) prioritises “team building, stewardship and community building” as central 
themes of servant leadership responsibilities towards employees and stakeholders. 
Passmore (2010:10) argues that servant leadership is about transforming traditional 
leadership from control orientation to empowerment practices, and from directing 
others to mentorship and coaching-leadership styles. Building on the initial work of 
Greenleaf (1977), Passmore (2010:10) identifies the key components of servant 
leadership as foresight, visionary leadership, high levels of empathy, effective listening 
skills, and a high degree of persuasion. Servant leaders often have a strong sense of 
stewardship; and they tend to have a greater awareness and understanding to engage 
with teams and communities (Passmore, 2010:10). 
Caruso and Salovey (2004:203) contend that servant leaders value the concept of 
human capital in organisations, based on their emotional attitude and belief to “do the 
right thing for the people”. Rowe and Guerrero (2011:76) purpose the guiding 
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leadership principle of servant leadership, as a strong self-identity and an authentic 
humility (Passmore, 2010:112). Pretorius (2013:172) values Du Preez, former CEO, 
and Herman Miller’s definition on the essence of servant leadership, as significant. Du 
Preez describes servant leadership, as “the first responsibility of a leader is to define 
reality. The last is to say thank you. In between, the leader is a servant". 
3.6.4 The ethical leadership model 
The term ethics is derived from the Greek term “ethos” meaning customs, conduct and 
character. In brief, ethics refers to the values and morals a society or individual regards 
as appropriate and desirable (Northouse, 2010:378). Scholarly consensus 
acknowledges ethical leadership, based on sound moral values, as the perceived 
solution to constructive leadership practices that serve the common good, opposed to 
escalating global unethical and ineffective leadership practices (Northouse, 2010:215; 
Fry & Whittington, 2005, Luthans & Avolio, 2003). As the concept of ethics has been 
discussed throughout this study; in leadership theories, a brief summary highlighting 
the relevant nexus will be presented here. 
Northouse (2010:382) describes ethics as the centrepiece of executive leadership, 
based on the nature and influence leaders exert towards their followers, in order to 
attain mutual goals and the accompanying positive impact on organisational values. 
Brown and Treviño (2006) regard ethical leaders as honest, caring, and principled 
individuals, who make fair and balanced decisions. A prime responsibility of executive 
leaders is the continuous dialogue with followers, by advocating clear ethical 
standards and ethical governance standards (Brown & Treviño, 2006). The essence 
of ethical executive role-modelling, however, is to lead by example, and to implement 
the principle of “practice what you preach” in terms of ethical and moral conduct 
(Brown & Treviño, 2006), as depicted in Figure 3.22. 
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Figure 3.22: Ethical and moral leadership model 
 
Source: Adapted from from Brown & Treviño (2006:596) 
Goldsmith et al. (2003:217) strongly contend that ethical behaviour is a key leadership 
characteristic of future global leaders. In the light of increasing executive leadership 
failures, and in particular cases involving falsified qualifications, such as the previously 
mentioned PRASA examples, the notion of Goldsmith et al. (2003:217) is significant 
for this study. Based on the seriousness and detrimental  impact of sustainable human 
development (Goldsmith et al., 2003:217-221) integrity-based statements are of 
further relevance to this study. The integrity-based statements of Goldsmith et al. 
(2003:217-221) are summarised in Table 3.17 in terms of ethical values and the 
integrity that global leaders should embody. 
Table 3.17: Strong ethical statements based on leadership integrity 
Personal 
values 
 
“People need to trust that a leader is bringing them to a place where 
they want to be and that they will be treated well in the process. People 
will not follow a leader whom they do not trust” 
“People expect high levels of integrity from global leaders in all 
interactions, including those with their colleagues, the public, the 
government, and the media” 
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Organisa-
tional 
values 
“Global leaders’ role is to ensure that the highest standards of ethical 
behaviour are practiced throughout the organisation. In other words, 
does the organisation really "walk its talk?” 
Political & 
Self-serving 
behaviour 
 
“When there is a failure in collaborative leadership, it is due to a lack 
of integrity, lack of trust, and the absence of a sound political agenda.” 
“A global leader makes decisions based on what would best benefit the 
entire company, rather than trying to force his or her personal agenda 
on others.” 
“In today's changing atmosphere, global leaders are expected to share 
leadership, to build partnerships within and outside of the company” 
Making a 
stand 
“To build trust, leaders must integrate their personal values into their 
business practices. People will not follow a leader who does not stand 
by his or her values, or who does not have the courage to speak his or 
her convictions.” 
Live values “People expect global leaders to adhere to the highest levels of 
integrity and ethics in the operation of their organisations. Leading by 
example, they establish the ethical standards for their companies” 
“The leader must "model" behaviour, not just talk about what people 
should do” 
Source: Goldsmith et al. (2003:217-221)  
An example of global executive leader, similar to SA president Zuma found to be in 
impeachment, is that of USA President Clinton (Northouse, 2010:381). During 1990, 
the US House of Representatives found President Clinton in impeachment of lying 
about having an extra-marital affair with an intern. Although the US Senate acquitted 
President Clinton, various followers agreed that he had “failed his ethical responsibility 
to do the right thing to tell the truth” (Northouse, 2010:381). President Clinton’s 
behaviour is thus the opposite of that of Goldsmith et al. (2003:221) with their afore-
mentioned notion of global leaders setting an example, based on the “highest 
standards of ethical behaviour”.  
Northouse (2010:380) provides an elementary description of ethical theories, based 
on self-interest opposed to interests for others. The study of ethics broadly 
distinguishes between theories of leadership conduct and theories about leaders’ 
character. Ethical theories dealing with leadership conduct are divided into theories 
concerned with the consequences of leadership conduct and theories concerned with 
the rules governing leadership conduct (Northouse, 2010:379). Teleological theories 
derived from the Greek word “telos” refers to the “end or purpose”; and they focus on 
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whether the leader’s conduct would result in desirable consequences. Based on a 
teleological perspective, the question of “what is right” is used to study the outcomes 
of leadership actions. Moral conduct is judged by ethical egoism, utilitarianism and 
altruism, which are described below (Northouse, 2010:379). Figure 3.23 provides an 
ethical theories based grid on self-interest versus the interests of others. 
Figure 3.23: Relationship between self-interest and concerns for others 
 
Source: Northouse (2010:380) 
Based on the examples of executive leaders President Zuma and President Clinton 
and interpreting Figure 3.23, the following approaches to moral conduct are relevant 
(Northouse, 2010:379,380): 
 Ethical egoism refers to leaders who place the self in the forefront (Avolio & 
Locke, 2002). The notion of self-interest is an ethical stance closely related to 
transactional leadership theories (Bass & Steidlmeier, 1999). Ethical egoism is 
often associated with organisations that ultimately focus on maximising their 
profits.  
 Utilitarianism focuses on creating the “greatest good for the greatest number”. 
Based on morality, actions are focused on maximising social benefits; while 
minimising the social costs (Schumann, 2001). In short, the essence is 
allocating resources to “the best result for the largest number of citizens”. 
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 Altruism occurs when moral actions are aimed at the best interests of others. 
From this perspective, a leader may be called on to act in the best interests of 
others. Authentic transformational leadership is associated with altruistic 
principles (Bass & Steidlmeier, 1999; Kanungo & Mendonca, 1996). Mother 
Teresa, who devoted her life to helping the poor, is a prime example of altruistic 
ethics. 
Northouse (2010) provides an overview of various authoritative leadership scholars’ 
views and contributions on ethical leadership. These are summarised in Table 3.18. 
Table 3.18: Predominant views on ethics 
Scholars Viewpoints 
Heifetz 
(1994) 
Based on an analytical study involving President Johnson, Gandhi, and 
Margaret Sanger, the primary conclusion is that change management 
is an effective strategy to manage conflict. The advocated use of 
authority to address conflicting values focuses on ethics. Leaders’ 
duties include change management and the personal growth of their 
followers 
Burns 
(1978) 
The key focus involves followers’ “needs, values & morals”. The 
emphasis on the moral dimension of transformational leadership by 
enhancing the morality of the leader & followers. Leaders focus on 
personal motivation & moral development. Higher levels of functioning 
are as a result of liberty, justice & equality. Northouse (2010:384) 
accredits Burns for placing ethics in the forefront of leadership 
Scholars Viewpoints 
Greenleaf 
(1977) 
Introduced the concept of servant leadership, based on strong altruistic 
ethical foundations. Leadership is a calling to serve others. Servant 
leadership enriches others. Strong underlying social responsibility 
orientations. Emphasises “listening, empathy & unconditional 
acceptance of others” 
Gilligan 
(1982) 
Parallel leadership development is based on the Gilligan concept of 
“the ethics of caring”, involving the personal relationships as the point 
of departure. "Caring principle" is emerging as the predominant moral 
principle. Based on caring perspectives, a leader's actions are morally 
correct if these leaders demonstrate care in protecting the people with 
whom the leader has special relationships (Schumann, 2001). The 
organisational ethics of caring is the main ingredient in building trust 
and co-operative relationships (Brady, 1999) 
Source: Northouse (2010) 
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The high values placed on ethical leadership is emphasised by two international 
examples. During 2009, a group of graduating Harvard Business School students took 
an oath pledging that they would “act responsibly and ethically, and refrain from 
advancing their own ambitions at the expense of others” (Northouse, 2010:389). 
Similarly, Columbia Business School introduced a similar pledge, insisting students 
honour an ethical code “requiring they adhere to truth, integrity, and respect” (Wayne, 
2009). 
3.6.5 Gender-based leadership theory   
The relevance of gender-based leadership in this study is highlighted and prioritised 
as a critical element of human development, as illustrated in Figure 2.1. The “status of 
women” is among 15 global human development needs and challenges (Adendorff & 
Collier, 2015:4). Caruso and Salovey (2004:23) contend that gender has a significant 
effect on emotional intelligence, and that female executives have the advantage in the 
understanding and use of emotional intelligence. Mayer, Caruso and Salovey (2000) 
contend that women outscore their male counterparts on the MSCEIT relating to the 
role of gender in emotional intelligence. 
Caruso and Salovey (2004:23), however, point out that generally, female executive 
leaders are devalued as opposed to their male counterparts, even if they are effective 
leaders. This notion could be rooted in the various cultural frameworks and traditions 
inherited in the executive leadership. Male executives expressing emotions are often 
observed as acceptable behaviour; while female counterparts are often labelled as 
“typically female” (Caruso & Salovey, 2004:23). 
Bunker et al. (2010:125,126) identified societal-level dynamics that enhance relational 
leadership that exceed outdated “heroic, individualistic command-and-control 
leadership” behaviour. Although various critics argue that relational leadership is 
“doing femininity” or “doing family”, as opposed to “doing work”, the success and 
demand for gender-based dynamic leadership has increased over the years. The 
critical aspect of effective gender leadership might lie within Miller’s (1976) work 
entitled: “Towards a New Psychology of Women”. Miller (1976) argued that “in systems 
of unequal power, people with less power will, by necessity, be more likely to have 
highly developed relational skills”. The significance of the unequal power notion is that 
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female leaders become ultrasensitive and attuned to others’ needs, which comprise 
the essence of emotional intelligence (Goleman, 2004; Bunker et al., 2010:126). 
3.6.5.1 Defining gender-based leadership 
The one outstanding feature in studying gender-based leadership is the notion of 
difficulties and obstacles that successful leaders have had to overcome. The term 
“glass ceiling” is featured in the majority of scholarly work (Daft, 2008:19,20; Myers 
(2011:11). Hesselbein’s description is considered so significant in the context of 
emotional intelligence, authentic leadership and ethical leadership principles that the 
gender-based leadership definition is repeated as follows (Daft, 2008:19,20): 
Very hard to arrive at, very painful. It is not a basket of tricks and skills. It is the 
quality, and character and courage of the person who is the leader; it’s a matter 
of ethics and moral compass, [and] the willingness to remain highly vulnerable. 
The notion of difficulties and obstacles is further highlighted by Ibarra, Ely and Kolb 
(2013). Ibarra et al. (2013) however, provide significant advice that could provide a 
solution to executive leadership – in that women leaders focus on the leadership role 
and less on how they are perceived. Ibarra et al. (2013) describe women leadership 
as: 
There are many barriers for women to be leaders, but simply identifying 
existing prejudices can help men and women understand what happens, 
and in particular free women to focus more on leadership, and less on how 
they are perceived. The effectiveness of women as leaders depends on their 
own attitude and the acceptance of their leadership style in a given context. 
3.6.5.2 Human development and gender-leadership inequalities 
The gender issue remains a critical challenge in the executive-leadership sphere; and 
this leads to incalculable damage to gender development (Gutiérrez, 2015). This 
research will especially evaluate the theoretical positions of the Women in 
Development (WID) and the Gender and Development approaches (Muyoyeta, 2004). 
The question of gender diversity, especially in terms of income disparities, 
discrimination towards working mothers with children, and the allocation of so-called 
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“soft” appointments, such as marketing and HR functions needs to be addressed 
(Gutiérrez, 2015). According to O’Donnell & Kennedy (2011), women represent “an 
estimated control of over 70% of global consumer spending” – suggesting that they 
have a significant influence on market preferences. Goodmen (2014) highlights the 
benefits and value of gender diversity in the boardrooms. The gender advantage in 
the market place is underpinned by Schwartz-Ziv (2012) who highlights the 
discrepancies between the Gender Gap Index and the Competitiveness Index scores. 
Indications are that the gender gap globally has declined from 57% to 55% (Klugman, 
2015). The fact is that more gender-balanced boards amongst Fortune 500 companies 
could outperform male-dominant companies by as much as 50% (Schwartz-Ziv, 2012). 
Yet, women are largely excluded from the strata of executive leadership appointments 
(Goodmen, 2014:55). 
3.6.5.3 Gender-based leadership case studies 
Although a vast number of successful and effective gender-based leadership 
examples are available, five case analyses will be discussed in this study. Reverting 
from the traditional “glass-ceiling” approach to discuss gender-based leadership, 
which warrants a fully-fledged research study, a case analysis approach was chosen 
to highlight the positive successes by professional leaders. 
 Virginia Rometty: (Daft, 2015:35): Rometty became the first female Chief 
Executive of International Business Machines (IBM) in January 2012. 
According to Rometty (Daft, 2015:35), the following personal characteristics 
gave her the edge and enhanced her “Climb to the top”, namely: intelligence, 
ambition, the ability to stay focused, empathy, superb listening skills, and self-
confidence (Hannum, 2007:203).  Rometty describes a significant lesson of 
how she declined a promotion because she considered herself not to be ready. 
Rometty’s husband advised her to “think like a man” and take the challenge 
(Daft, 2015:35). Rometty’s husband claimed that a male counterpart would take 
the promotion challenge even if he thought he was not ready for such a 
promotion. According to Rometty, the lesson learnt was to act with confidence 
and to overcome potentially limiting traits (Daft, 2015:35). 
 Betsy Myers: Myers is a former executive director of the Harvard Centre for 
Public leadership; and she worked as senior adviser to US President Bill Clinton 
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and President Barak Obama (Myers, 2011:xi). Based on Myer’s publication, 
“Take the Lead, motivate, inspire, and bring out the best in yourself and 
everyone around you”, Myers (2011) explains the characteristics necessary to 
become a motivational and inspirational leader. Myers postulates that genuine 
leadership is not something that magically happens, or which one inherits with 
a certain position or responsibility. “It is a quality we nurture in ourselves, 
regardless of our job, or station in life”. Myers (2011:8) gives a first-hand 
account of a leadership crisis termed: “command and control” style during her 
time working for President Clinton. The crisis was identified by the first National 
Leadership Index publication entitled: “A national study of confidence in 
leadership” (Myers, 2011:6). By 2008, society had changed from being more 
diverse, with an emerging younger generation and women and minorities 
playing a pivotal role in society. The change required a new era of leadership 
with the Index that found that 66% of participants believed the USA had severe 
leadership crises; and 72% believed that unless leadership improved, there 
would be a decline in the US nation (Myers, 2011:6). A further significant finding 
of the Index study was that the majority of the participants suggested that more 
women leaders were required. Myers (2011:8) argues that women leaders 
institute a different dynamic, which involves “one that is collaborated and team-
centred, that thrives on connection, relationships, openness, and co-operation 
with those who have different viewpoints and beliefs”. In line with Goleman’s 
(2004) notion of emotional intelligence, Myers (2011) contends that the Harvard 
Index study echoed her fundamental beliefs in leadership. According to Myers 
(2011), leadership’s primary function is about self-knowledge and honest self-
reflection. The emotionally mature leader acknowledges that they don’t always 
have all the answers; and the true strength of leadership is the ability and 
“willingness to ask the questions”. 
 Frances Hesselbein: Hesselbein’s afore-mentioned definition of leadership in 
Chapter 2 should be studied within the framework of her leadership recognition.  
Hesselbein retired in 1990 as CEO from the Girl Scouts, with a membership of 
680 000 (Goldsmith et al., 2003:163). Daft (2008:19) describes that because of 
Hesselbein’s leadership, the Girls Scouts has been “turned around from a 
declining membership, increased participation by minorities; and it has replaced 
a brittle hierarchy with one of the most vibrant organisations in the non-profit or 
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business world”. Bunker et al. (2010:137) hail Hesselbein as modelling “the very 
character that she asserts as essential for effective leadership at this time in 
history”. As a recipient of the Presidential Medal of Freedom, the highest civilian 
honour in the USA, she is also the founding president of the Drucker Foundation 
(Goldsmith et al., 2003:307).    
Hesselbein’s primary leadership characteristics are described by Bunker et al. 
(2010:137), Daft (2008:19) and Sparks (as cited in Daft, 2008:18). According to 
the general manager of Hewlett Packer, George Sparks (cited in Daft, 
2008:18,19), Hesselbein’s most compelling quality is “her ability to sense 
people’s needs on an emotional level”. Other attributes include her listening 
ability to involve everyone and to link followers’ personal needs in alignment 
with the needs of the organisation (Goldsmith et al., 2003). Hesselbein 
consistently treated people with respect and care; and she recognised that “the 
only way to achieve high performance is through the work of others”. 
 Allen Catherine Kagina: Uganda: Kagina is the Commissioner General of the 
Uganda Revenue Authority (URA); and she is widely commended for her 
transformation of the URA (Silvoso, 2007). She is the recipient of numerous 
innovation awards for tackling corruption in Uganda. Kagina’s reforms at the 
URA resulted in higher revenue attainment, thereby enabling the Uganda 
government to expand funding in its national development plan (Olaki, 2006; 
Silvoso, 2007). Kagina’s leadership effectiveness is a prime example of the 
three-tier cordial nexus involving all three elements, namely: emotional 
intelligence, executive leadership and human development. 
 Thuli Madonsela: SA: Madonsela is SA's Public Protector. She is a qualified 
Human Rights Lawyer and Equality Expert; and she holds various honours 
doctorates. Madonsela was one of 11 technical experts involved in drafting the 
Constitutional Assembly proposal, including the Bill in the 1990s (Ethics 
Institute of South Africa, 2016). Madonsela became Public Prosecutor of SA in 
2009 (Ethics Institute of South Africa, 2016). Apart from various high profile 
investigations into corrupt leadership practices, the most prominent 
controversial investigation and report is related to President Zuma’s private 
homestead Nkandla (Marrian, 2016). Madonsela found that President Zuma 
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had unduly benefitted from R245 million the State had paid for security 
upgrades (Marrian, 2016). Some of Madonsela’s profound statements include: 
 Indifference and self-interest are the worst forms of public sector 
maladministration (Corruption Watch, 2014). 
 Every member of the team adds value; and such value cannot be realised 
through criticism (Corruption Watch, 2014). 
Responding to a question about why there are so few South African women 
leaders opposing corruption in government, Madonsela (Corruption Watch, 
2014) answered that: 
Many speak strongly, and quietly, but effectively as whistle blowers. There 
aren’t enough women in powerful positions; and the few in power often don’t 
have enough organisational roots to challenge the men they find in powerful 
enclaves within the organisations they run. Speaking out is indeed risky and 
isolating. 
3.7 SUMMARY 
Following on the traditional leadership theories in Chapter 2, the concept of emotional 
intelligence, as the basis of a new leadership paradigm for executive leadership has 
been discussed in this chapter. The discussion included the various schools of thought 
and frameworks relating to emotional intelligence. The neuro-anatomy of emotional 
intelligence and the working of the brain were discussed, in order to understand the 
importance and impact that emotional intelligence has on leadership behaviour. The 
predominant emotional intelligence models further provided a foundation to explain 
and identify the training needs for executive leadership development and training. 
The new emotional intelligence leadership paradigm was introduced, following on 
various integrative leadership approaches followed by specific leadership models and 
approaches embedded and inspired by the science of emotional intelligence. Various 
authoritative scholars and leading emotional intelligence and leadership theorists call 
for a new leadership approach in response to globalisation and the changing market 
place. Based on the Post-2015 UN Report (Kamau & Donoghue, 2015) and collective 
global leader’s commitment to achieve the 2030 human development goals, Chapter 
212 
3 has provided the proposed new paradigm leadership profile and approach suitable 
to achieve the goals. Various examples of effective global and business leaders 
beyond the scope of traditional leadership approaches were discussed. The examples 
of Unilever’s CEO Polman, as discussed in Chapter 2 is a classic examples of an 
emotionally mature executive leader engaging a multinational company to participate 
in initiatives to enhance human development (Gitsham et al., 2012:30). 
Chapter 4 will deal with training and the development of emotionally intelligent 
executive leaders. The challenges and solutions of training executive leaders are 
discussed. Special attention is given to technology-based training and the chapter 
concludes with a summary of the key concepts for global leadership development, 
grounded in the science of emotional intelligence.   
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CHAPTER 4 
THE DEVELOPING AND TRAINING OF EMOTIONALLY INTELLIGENT 
EXECUTIVE LEADERS 
“The best leaders are lifelong learners who put time aside for deep study.” 
Rudolph Giuliani (Giuliani & Kurson, 2007) 
4.1 INTRODUCTION 
May (2010:34) and Mathews (2006) pose a critical question relevant to this study 
about the unanswered phenomenon, as to why global executive leadership failures 
occur at an alarming rate – despite all the leadership research, training and 
development. Chapters 1, 2 and 3 have presented the global human development and 
executive leadership challenges and failures, followed by an extensive literature 
review of leadership theories and emotional intelligence paradigm-leadership theories. 
The importance and relevant areas of focus have been emphasised throughout this 
study – mainly addressing “the why” question.  
Based on the nested-levels approach (Weiss, 2004), this chapter mainly deals with 
“the what” and “the how” questions of leadership development – to address and attain 
the research question and the objectives listed in Chapter 1. This chapter therefore 
deals with executive training challenges, strategies and training approaches, 
emotional intelligence-based curricula and the available training methods for 
developing executive leaders. The majority of the leadership training programmes are 
“untested and, at best, of uncertain value” (Fiedler, 1996:243). Pfeffer and Fong (2002) 
found that leadership development in business schools has been ineffective. Darling-
Hammond et al. (2007) argue that leadership training and development are 
characterised by continuous debate with limited empirical research.  
This study intended to fill the gap and contribute to the body of knowledge, as stated 
in research objective 5 in Chapter 1, by proposing an emotional intelligence-training 
model for executive leadership, in order to enhance human development. Within the 
proposed emotional intelligence framework, the new paradigm leadership, as 
discussed in Chapter 3, requires executive leaders to engage in a Corporate Social-
Responsibilities approach beyond the traditional leadership scope, as a response to 
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the globalisation and the human development global leadership trends. The chapter 
concludes with a summarised global perspective of leadership development that 
combines emotional intelligence and authentic leadership development as the ultimate 
approach.  
4.2 EMOTIONAL INTELLIGENCE-BASED EXECUTIVE LEADERSHIP 
DEVELOPMENT AND TRAINING 
Globally, leadership development has grown exponentially, as suggested by the 
following three cases, highlighting the focus of leadership development in formal 
tertiary and academic institutions, namely:  
 Allen et al. (2012:178): Higher Education Leadership development is a core 
focus and desired outcome for U.S. colleges and universities;  
 Cress, Astin, Zimerman-Oster and Burkhardt (2001): Leadership development 
programmes positively influence educational and personal development, in 
addition to leadership skills, and 
 Dugan and Komives (2007): Student leadership-development programmes 
have grown exponentially over the last 15 years. 
Unfortunately, Dugan and Komives’ (2007) findings are in stark contrast with the afore-
mentioned notion of Görgens-Ekermans et al. (2015:1), relating to South Africa’s 
alarmingly low success rate of participants at institutional level that could have an 
impact on the development of the future leadership.  
Bunker et al. (2010) and Scheepers (2012:9) argue that emotional intelligence is the 
important missing link in current leadership-development programmes. May (2010:34) 
furthermore joins the afore-mentioned scholars by claiming that there is a growing 
disillusionment with organisational leadership theory and development. Support for the 
importance and the necessity of emotional intelligence training for executive leaders 
is provided by Mayer, Caruso and Salovey (2000), who highlighted the significance of 
identifying, using, understanding and managing emotions by executive leaders.  
The need for emotional intelligence training for executive leadership development is 
also promoted by Bradberry and Greaves (2009:235), who claimed that CEOs on 
average have the lowest emotional intelligence score in the work environment. 
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Bradberry and Greaves’ (2009:235) finding is based on a research study that involved 
500 000 senior executives on six continents. The emotional intelligence scores linked 
to the job titles are depicted in Figure 4.1 (Bradberry & Greaves, 2009:235). 
Figure 4.1: Emotional intelligence scores related to job titles 
 
Source: Bradberry and Greaves (2009:235) 
Peltier (2010:336) advocates leadership development, as an important contemporary 
topic with well-established literature, primarily based on popular business literature 
and empirical data-based research. According to Peltier (2010:336), leadership and 
leadership development are topics that are hard to research, mainly because of a lack 
of clear definitions of both concepts. Peltier also contends that frequently successful 
executive leadership in one context of an organisation is mediocre or fails in other 
contexts. As mentioned in Chapter 3, Bunker et al. (2010:4) noted that global leaders 
require “a new set of competencies blended with the wholeness of emotional 
experiences”. Emotional intelligence training affords the opportunity to develop 
executive leaders holistically; and in “wholeness” there is an attempt to ensure 
effective executive leadership throughout an organisation (Goleman, 2003). 
Peltier (2010:336), furthermore, argues that there is a lack of universal traits that 
ensure the success of executive leadership. Hughes et al. (2005) agree about the 
importance of social attributes with a strong emotional basis for leading teams and for 
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effective leadership. Peltier (2010:336) identifies the following key attributes for 
effective leadership. 
Table 4.1: Key attributes for effective leadership 
Ability to build collaborative 
relationships 
Ability to articulate a vision & influence 
others 
Integrity & ability to create trust Adaptive flexibility 
High practical intelligence Extraversion and outgoingness 
Strong motivation to lead High energy capacity to work 
Self-confidence & independence Emotional maturity 
Capacity for vision Emotional intelligence & ability to identify & 
manage emotions and reactions 
Source: Peltier ( 2010:336) 
4.2.1 Emotional intelligence as the core ingredient for executive 
development 
Rowe and Guerrero (2011:276) support Socrates’ statement that the “attainment of 
self-knowledge is humanity’s greatest challenge”, and Aristotle’s notion that 
humanity’s challenge is all about “managing our emotional life with intelligence”.  Rowe 
and Guerrero (2011:276) furthermore claim that the statements of Socrates and 
Aristotle are “at the heart of leadership development in today’s complex, dynamic 
business environment”. Hesselbein (in Bunker et al., 2010:137) and Daft (2015) 
emphasise the leadership development difficulties and obstacles by referring to the 
“twice-born personalities” of leadership development, based on the difficulty of 
developing the “inner-self” in the face of psychological and social change.  
Following on Hatala and Hatala’s (2005) afore-mentioned notion, Daft (2015) contends 
that leaders have “to undergo a journey of self-discovery and understanding”. The 
metamorphosis of self-discovery in becoming an executive leader is noted by Daft 
(2015:19) by suggesting the eight characteristics of effective leadership needed to 
enhance a new learning culture. The eight characteristics involve a sound knowledge 
of self, courage to act on one’s own beliefs, as well as an open mind for new initiatives 
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and ideas, in order to show interest in others through focused listening, in addition to 
the attitude of non-conformists to oppose it; if this would serve the greater good, risk-
taking, the willingness to learn from mistakes, to inspire trust by being honest with 
others, and by setting high moral standards (Daft, 2015:19). 
Following on the notion of “self-discovery”, and based on psychotherapy research, 
Allen, Fonagy and Bateman (2008) claim that reflective awareness enhances 
increased capacities of “self-awareness and tuning into the minds of others”. The 
relevance to leadership development is based on the balance of aligning the inner-self 
with executive leadership responsibilities. An example includes decision-making, 
based on implementing conscious decisions by adopting effective leadership 
approaches, according to the identified tasks and contexts (Allen et al., 2008). The 
stages of authentic leadership development are based on an upward spiral of 
compliance-and-defiance leadership theory (Wilber, 2000; Erikson, 1950; Piaget, 
1954). The upward spiral is based on a circular balance between self-awareness and 
leadership responsibilities, and the tasks at hand, as graphically illustrated in Figure 
4.2 (Wilbur, 2000; Erikson, 1950; Piaget, 1954).  
Figure 4:2: Circular upward spiral of authentic leadership development 
 
Source: Passmore (2010:23) 
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Assimilation (healthy compliance) is achieved through circular movement by 
reinforcing and internalising new knowledge to differentiate (healthy defiance). 
Integration and authenticity are achieved by means of successive cycles (Passmore, 
2010:23). Compliance and defiance are associated with defensive and ineffective 
assimilation. The primary concern is to maintain a dynamic relationship between the 
leaders and others; while progressing “back and forth between differentiation and 
assimilation”, in order to achieve “greater integration and authenticity”, as illustrated in 
Figure 4.2. 
Kiel, Bezboruah and Oyun (2009:102) forecasted that it could take a lifetime to 
improve one’s emotional intelligence competencies. Emotional intelligence 
competencies may become a foundation for global citizenship and organisational 
evolution (Shahid, 2015). Goleman (2004:xiv), in support of the above statement, 
described a vision of a new school education to “educate the whole student” in 
preparation for adult life with emotional competencies, including “self-awareness, self-
control and empathy, and the art of listening, resolving conflicts, and co-operation” 
(Shahid, 2015). Peltier (2010:110) notes that the overt discussion of emotions is 
frequently not appropriate in business settings; and that leaders should therefore be 
sensitive to identify emotional undertones – even if the employees do not talk about it. 
Typical examples of emotional undertones that leaders could be attentive to include: 
fear, hurt, anger or embarrassment (Peltier, 2010:110).  
These basic emotional competencies correlate with a successful Greek CEOs 
attributes, as discussed in Chapter 3 (House et al., 2014:79). Following on the afore-
mentioned emotional intelligence competencies, Scheepers (2012:275) emphasises 
the inter-relationships of the different leadership needs, as presented in Figure 4.3. 
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Figure 4.3: The inter-relationships of leadership needs 
 
Source: Scheepers (2012:275) 
Figure 4.3 provides a practical framework on how the leadership needs inter-relate in 
a triangular process. The identified needs and the integrative process are in line with 
this study’s leadership-development process, based on emotional intelligence, starting 
with personal growth and the afore-mentioned process of self-discovery balanced with 
executive leadership responsibilities (Allen et al., 2008; Passmore, 2010:23). 
Focusing on “the how” phenomenon of executive development, Hernez-Broome and 
Boyce (2010:199) propose the Rapid-Alignment Model, as a means to co-ordinate 
executive leadership development in line with the rest of the organisation, especially 
regarding change management and the introduction of new strategies. Goleman 
(2004:XI), however, cautions against the practice of “self-help” books and training 
programmes that lack scientific bases; because “emotions [are] largely unexplored”. 
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The urgency to develop emotionally competent and mature leaders is highlighted by 
the Outlook Global Agenda of 2015, in which the lack of leadership scored third place 
among 10 global challenges (Shahid, 2015). As argued in Chapter 2, regarding the 
2030 action plan proposed by the Post United Nations Human Development Report 
(Van der Heijden & Bouyé, 2015), the targeted goals cannot be attained without 
competent and effective executive leaders’ total commitment and involvement. An 
empirical survey conducted by the World Economic Forum prioritised training, 
coaching and mentoring, as the best ways to develop future leaders (Shahid, 2015). 
African respondents expressed the need to involve more youth in leadership- 
development programmes (Dashti, 2015). The example of Malala Yousafzai, who was 
shot as a youth by the Taliban for speaking out; and who became the recipient of the 
Nobel Peace Prize, is a prime motivation to also involve the youth in leadership 
development (Shahid, 2015).  
Yousafzi is regarded as one of the most powerful moral figures in the world; and he 
became an activist at the age of eleven (Shahid, 2015). 
4.2.2 Wisdom 
Elaborating on the emotional intelligence foundation for executive leadership 
development, Nelson (2012), along with other integrative scholars, provides this study 
with a further link between leadership, emotional intelligence and the independent 
variables of wisdom and spiritual intelligence, as discussed in Chapter 3. Nelson 
(2012) contends that within the notion of a blended and balanced-value proposition, 
integrative leaders are “visionary and inspirational, as well as strategic, practical and 
result-based”. Integrative leaders link creative ideas to successful actions and 
outcomes; and they mediate thinking and experience by means of self-governing 
“feedback loops”, as a part of a blended and balanced proposition (Nelson, 2012:4). 
Nelson (2012:4) reasons that integrative leaders make use of a learning approach 
based on Sternberg’s (1988) notion of the “balanced theory of wisdom”. The balanced-
theory approach of wisdom describes a leader’s ability to maximise and combine self-
interest, the interests of others and context-based interest (Nelson, 2012).  The core 
of the blended-value proposition is that integrative leaders “operate from a new DNA, 
and a new set of social and cultural themes” (Nelson, 2012). Contemporary global 
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challenges can no longer be solved within the old leadership paradigm of “command 
and control”.  
The new approach to complex challenges is thus integrative leadership, based on 
“engagement, learning and shared adaption in pursuit of enlightened short-term and 
long-term interests and possibilities” (Nelson, 2012:4).  
Rowe and Guerrero (2011:96) strongly agrees with the importance of leadership 
wisdom, by stating that if “wisdom does not materialise; they [the organisations] are 
forced to hire it”. Rowe and Guerrero (2011:97) prioritise wisdom on top of the 
hierarchy of leadership development strategies, as illustrated in Figure 4.4. 
Figure 4.4: Wisdom as top priority of leadership development 
 
Source: Rowe and Guerrero (2011:97) 
The construct of wisdom is an independent variable of this study. Based on the afore-
mentioned notion, self-interests (intrapersonal) are integrated with the interests of 
others (interpersonal), and in the context in which one lives (extra-personal). The 
222 
integrative notion, consisting of intrapersonal, interpersonal and extra-personal 
elements, support the significance of emotional intelligence in executive leadership 
development (Nelson, 2012; Shahid, 2015; Goleman, 2004:xiv). 
4.3 THE CHALLENGES OF EXECUTIVE LEADERSHIP DEVELOPMENT 
Goldsmith et al. (2003:195) identified a global phenomenon, in which companies 
would rather “buy in” new executive leaders, opposed to “growing their own”. 
Downney, March and Berkman (2001) forecast that 50% of imported executives will 
be fired or will quit, within the first eighteen months of appointment. The significance 
of their forecast (Downney et al., 2001) is that it correlates with the afore-mentioned 
examples discussed in Chapter 1 of four consecutive National Police Commissioners 
in South Africa. All four generals were dismissed after they had been “imported” and 
politically appointed – without any formal police training or experience (Steenkamp & 
Prince, 2012:1; Tamukamoyo, 2013:15-16; Govender, 2013:94).  
Armstrong and Page (2015) identified the lack of time available for training, work stress 
and financial constraints as the key challenges for executive leadership development, 
as depicted in Figure 4.5. 
Figure 4.5: Key barriers to executive leadership development 
 
Source: Adapted from Armstrong and Page (2015:11) 
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Reno (2011:10) found mounting evidence that a large proportion of business 
executives are not well-equipped to provide effective leadership in addressing global 
challenges. The Conference Board and Development Dimensions International (DDI) 
(Howard & Wellins, 2008) conducted an empirical study involving 153 companies. 
They found that one-third of the participants rated their company’s leadership capacity 
as good to excellent in meeting business challenges (36%), or responding to sudden 
change (34%). The DDI (Howard & Wellins, 2008) study identified the following future 
leadership challenges: changing globalisation, changing the workforce demographics, 
accelerating technological change, increased competitor competition, the escalating 
expectations of stakeholders, changing organisational structures, systems and 
processes. Specific future leadership skills include “extreme cognitive complexity in 
many industries, requiring extraordinary strategic-thinking skills, and the ability to 
make high-quality decisions quickly in the face of competitive pressure and 
uncertainty” (Howard & Wellins, 2008).  
The following leadership skills were identified as necessary to address future 
challenges identified in the DDI (Howard & Wellins, 2008) study. These are in 
alignment with the skills identified in Chapter 3 of this study. These skills include 
cognitive-learning ability and mental agility, strategic analytical-thinking skills, 
integrative-thinking ability, sound decision-making in ambiguous environments, 
communication and persuasive techniques, leading diverse and multi-cultural teams, 
delegating leadership tasks, recruiting and retaining quality talent, and the ability to 
transform and learn from experience (Howard & Wellins, 2008) .  
A follow-up study for DDI, conducted by Howard and Wellins (2008:9) involving 1,493 
Human-Resources professionals and 12,208 business leaders found an increased 
level of dissatisfaction with executive leadership, claiming that they are ill-equipped to 
address the current challenges. The DDI follow-up study, furthermore identified the 
following key problems related to global leadership: the declining confidence in 
business leaders, global leaders lacking quality and authenticity, that more than one-
third of business leaders fail, that business leaders generally fail because of a lack of 
basic managerial-leadership skills, and that executive leaders are often unaware of 
their own flaws (Howard & Wellins, 2008:9).  
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Scholarly consensus suggests that the point of departure for executive training 
remains Goleman’s (2004) notion of emotionally mature self-science. Indications are 
that optimum leadership development occurs when leaders “take charge of their own 
learning” (Bennis, 1989:6). Assisting executive leaders to master the concept of self-
science can either be conducted by experienced training facilitators, or by executive 
coaches, who are addressed below. A major challenge for leadership development is 
identifying a suitable and experienced training facilitator, or an executive coach. This 
will be discussed below. Scheepers (2012:25), however, cautions about challenges 
related to dysfunctional executive leaders, narcissism-oriented leaders, or emotionally 
abusive executives. In contrast with the leadership theories based on emotional 
intelligence, arrogant leaders are characterised by disregarding other points of views, 
overemphasis on detail, or using fear to lead others (Scheepers, 2012:25,26).   
Passmore (2010) sets the tone by reminding us that leadership development is 
primarily centred on “facilitating learning and unlearning”. Leadership training is about 
changing the inner self of the leader, which Passmore (2010) describes as “sacred 
territory”; because it reflects on “personal thinking, feeling, and intention”. Spiritual 
intelligence, as an independent variable of this study, is discussed in Chapters 3 and 
5; and it closely resembles the notion of the “sacred territory” of the inner-self (Zohar 
& Marshall, 2012:4; Wigglesworth, 2012:1; Safara & Bhatia, 2013:412).  
Learning and unlearning are regarded as powerful evolutionary forces within 
individuals. It is, however, a sensitive and delicate process; because adult learners 
often feel vulnerable – especially in the unlearning phase (Passmore, 2010). A key 
challenge for training facilitators is to exhibit experience, to address fears and doubts, 
avoiding telling executive leaders to “shut down”, or to retract from participating in the 
training process. Motivating and encouraging executive leaders to participate is a vital 
part of executive-leadership training and part of Northouse’s (2010:49) individual 
attribute skills for leadership.  
Resistance to participate can be minimised, if the training coach demonstrates a non-
judgemental awareness and creates a non-threatening training environment 
(Passmore, 2010). The training approach, therefore, is extremely important; because 
the training intervention is focused on “the domain of the inner; and the uniquely 
human gifts of compassion, kindness, and clarity are required in greater degrees than 
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they are normally expected” when training or coaching senior executive leaders 
(Passmore, 2010).  
In the light of Passmore’s (2010) notion, this study is also focused on the “how to 
learn”; since most executive training interventions require an emotionally mature and 
experienced trainer or coach. The complex and difficult challenges are highlighted by 
Gallwey (Passmore, 2010) in describing the attitude of an executive leader during a 
training session of professional basketball coaches. According to Gallwey (Passmore, 
2010), Auerbach, the coach of the Boston Celtics who “had a gruff demeanour and 
puffed on a cigar throughout the discussion, “was becoming increasingly frustrated by 
the difficulty of putting into words the essence of what he did as a coach”. 
In response to Passmore’s (2010) notion of the inner-self and the afore-mentioned 
emotional intelligence challenges, Scheepers (2012:88) suggests a process of equal 
balance between measures of toughness and compassion, in order to intervene 
skilfully when training executive leaders. The process of equal balance is brought 
about with the interaction between the inner dialogue, reflective learning and 
reinforced cycles during executive leaders’ training and learning processes. Figure 4.6 
demonstrates the inter-relatedness and the balance of the process of leadership-
development coaching. 
Figure 4.6: The inter-relatedness and balance of processes in leadership 
development coaching. 
 
Source: Scheepers (2012:88) 
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A multitude of factors contribute to two primary challenges in executive leadership 
training, namely: the time and budget constraints. As noted earlier, training budget 
restraints are often employed during times of economic decline. Training and 
development are often a neglected part of large organisations; and they are also often 
the first to experience budget cuts. Based on this notion that training and coaching are 
often de-valued, Goebel (2013) found that:  
 66% of staff across various sectors are dissatisfied with the training they 
receive; 
 75% of staff across various sectors receive no coaching or mentoring, and  
 80% of the staff believes that a coaching and mentoring programme would 
accelerate their career development. 
Peltier (2010), however, found that organisations are willing to invest finance in 
developing executive leaders. Mainly because of the expected dividends paid in terms 
of effective leadership, higher profits, retaining qualified employees and enhancing 
company and organisational reputations. The two core reasons for spending finance 
to train executive senior leaders are to enhance strategic and operational decision-
making “at the top”, and to increase organisational effectiveness (Peltier, 2010:xxxii).  
On the other hand, stakeholder demands and the pressure to perform, crisis 
management and global leadership trends are some of the factors challenging 
executive leaders. Jensen (2008:131) notes the impact of increased global 
competition and the information and communication technology revolution contribute 
to leadership challenges. Jensen (2008:135) contends that a major challenge is that 
the knowledge and learning processes are often required to be successful, in several 
areas, simultaneously in terms of individual learning, knowledge development and 
organisational learning. The multi-faceted challenges facing executive leaders are 
further argued by Jensen (2008:135) that leadership development from a business 
perspective involves transforming “human, social and intellectual capital into financial 
capital”. It may be concluded that the training of executive leadership plays a pivotal 
role in developing innovative capabilities, transforming tacit knowledge into explicit 
knowledge to increase profits or shareholder value (Easterby-Smith & Lyles, 2003; 
Jensen, 2008:135). 
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4.3.1 Adult learning and agility- executive leadership development 
Goebel (2013) defines learning agility as “the ability and willingness to learn from 
experience and apply that learning to perform successfully in new situations”. De 
Meuse, Dai and Hallenbeck (2010) argue that transitions and learning agility are two 
fundamental issues of successful executive-leadership development. De Meuse et al. 
(2010) describe the difficulty and constraints in leadership development to adapt to 
new learning methods in a complex and changing environment.  
A second relevant element is the question whether leaders are taught or born. Without 
delving too deeply in terms of the psychological characteristics of leaders and 
personality genes, this study accepts the notion of various authoritative scholars and 
empirical findings that leadership can be learned (Bennis, 1989:6; Passmore, 
2010:236). Bennis (1989:6) contends that “leaders are made, not born, and made 
more by themselves than by any other means”.  
Goleman (1998) and Passmore (2010:236) are in full agreement that leaders can be 
taught, and that training is important for leadership development. Bennis (1989:6,9) 
elaborates on the learning process and acknowledges the role of formal and informal 
education, as being pivotal for leadership development. As mentioned earlier, 
Passmore (2010) and Bennis (1989) agree that the learning process includes the 
unlearning of un-desirable behaviour, and the difficulties to learn from one’s mistakes, 
in order to gain the mastery of the task at hand. 
Krause (2005) contends that learning new ways could complement the existing 
knowledge and add variety to the tactics for executive leadership development. 
Amukobole (2012) argues that leadership development should involve training to 
enhance competence and confidence as important leadership attributes, apart from 
the required technical skills, education and experience, combined with interpersonal 
skills. Amukobole (2012) identifies leadership predictability as a major concern, 
especially in terms of the conflict management that could be addressed through 
training. Innovative and improvisation-based leadership training, aimed at conflict 
management to address global conflicts should be a part of executive leadership 
training. Adult learning and learning agility are key performance indicators for effective 
executive leadership development and success (Goebel, 2013).  
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According to Goebel (2013), and Lombardo and Eichinger (2000), learning agility 
involves four factors: “people agility, results agility, mental agility, and change agility.” 
These qualities affect the successful outcome of leadership development.  
Cognitive ability is one of four critical skills identified in various studies related to 
effective leadership (Rowe & Guerrero, 2011:83, Mumford, Campion & Morgeson, 
2007). Cognitive ability refers to “perceptual processing, information-processing, 
general reasoning skills, creative and divergent-thinking capacities, and memory 
skills" (Northouse, 2010:48). Rowe and Guerrero (2011:85) point out that crystallised 
cognitive ability is an advanced level of cognitive ability, which results in improved 
intelligence because of experience. Executive leaders who demonstrate crystallised 
cognitive ability are regarded as leaders with higher and increased competence in 
social-judgment skills, conceptual skills and problem-solving skills (Rowe & Guerrero 
2011:85, Caruso & Salovey, 2004:51). Understanding emotions is regarded as the 
prime cognitive and “thinking-related” ability of emotional intelligence (Caruso & 
Salovey, 2004:55). Northouse (2010:23) describes emotional intelligence as 
consisting of two domains, namely: emotions (affective domain) and thinking (cognitive 
domain), which is in constant interaction and interplay.  
An example of the interactive processes related to problem-solving abilities, which are 
key leadership attributes, according to Mumford, Zaccaro, Harding, Jacobs and 
Fleishman’s (2000:24) leadership-skills approach. Mumford et al. (2000) argue that 
training can enhance effective leadership-learning processes to accomplish 
challenging assignments and complex problems. Another important cognitive attribute 
is optimism – enabling leaders to view situations and challenges from a positive 
perspective (Northouse, 2010).  
In Figure 4.7, Northouse (2010:51) presents a graphical illustration of the skill-based 
model highlighting the interplay required to solve complex social problems. 
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Figure 4.7: Northouse’s skills-based model to solve complex social 
problems 
 
Source: Northouse (2010:51) 
Moore and Rybeck (2015) also found a correlation between adult development and 
learning agility, as vital elements in leadership development. Elaborating on Goebel’s 
earlier description of learning agility, Dai, Tang and Fell (2014) extend the notion of 
learning agility to link effective leadership agility, after promotion to a higher post. It is 
of paramount importance to adapt the training approaches of executive leaders, 
according to the list of critical differences (Goldsmith et al., 2003:34) between the 
generations “Xers and Baby boomers”. The Baby Boomers are people born between 
the post-World War II (1946) and 1964, while Generation Xers are born between the 
1960s and 1980s. Although executive coaches cannot generalise; each training 
intervention is unique and according to specific needs (Silberman, 2015). Goldsmith 
et al. (2003) maintain that classification is of significance to understand and approach 
executive leaders accordingly. Table 4.2 provides the opposing perspectives to 
leadership approaches that should be addressed in executive-leadership training 
interventions. 
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Table 4.2: Opposing perspectives to leadership approaches 
 Xer Boomer 
Approach 
Environment 
Role Of Technology 
Enterprise 
Competency 
Management Style 
Leadership Style 
Innovation 
Virtual 
Strategic 
Free Agent 
Technology 
Energy To Influence 
Make Your Mark 
Process 
Physical 
Supportive 
Conglomerate 
Business Acumen 
Monitor To Control 
Fit The Mold 
Source: Goldsmith et al. (2003:34) 
Barr and Dowding (2012:183) note the multi-disciplinary challenges associated with 
preferred learning styles and the variety of executive leadership-development 
domains. Although learning is a continuous and ongoing process, each executive 
leader has his own preferred style of learning. Honey and Mumford (1982) promote 
four primary learning styles, as presented in Table 4.3. 
Table 4.3: Primary preferred learning styles 
Activist learners Theorist learners 
“Hands-on”, fully engaged in new 
experiences, open minded & 
enthusiastic, willing to experiment 
once, revel in crisis, bored by detail, 
act without thinking 
“Tell-me” orientated, stand back & 
observe, investigate all possibilities & 
implications, consider before deciding, 
retreat during meetings, offer opinion last 
Reflective learners Pragmatist learners 
“Convince–me” attitude, logical 
problem solving, theorise logically after 
assimilation, rigorous questioning,  
separate feelings from decisions, 
avoid creativity 
“Show me”, embrace new ideas & new 
concepts, impatient with detail, practical 
minded, emphasise expediency, humbled 
Source: Honey and Mumford (1982) and Barr and Dowding (2012) 
4.4 STRATEGIES AND APPROACHES FOR EXECUTIVE-LEADERSHIP 
DEVELOPMENT 
Cosby (2008) presents the core findings of a meta-analysis conducted by the Gallup 
Leadership Institute, concluding that leadership-development programmes had a 
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significant impact on leaders’ effectiveness (in teams and organisations) by increasing 
leaders’ self-efficacy (Avolio & Luthans, 2006). According to Cosby (2008), 
authoritative leadership scholars acknowledge the significance of multifaceted and 
experiential leadership training and development on effective leadership (McCauley, 
Moxley & Van Velsor, 1998; Conger & Benjamin, 1999; Giber, Carter & Goldsmith, 
2000).  
Both findings strengthen this study’s notion of emotional intelligence (self-efficacy) and 
integrative leadership (multi-faceted) to enhance human development through 
executive-leadership development. Cherniss and Adler (2000) claim that a large body 
of research contends that the emotional and social competencies associated with 
superior performance can be developed through training (Boyatzis & Saatcioglu, 
2008). 
Bunker et al. (2010:105) proposed a preferred method of leadership development, 
based on assessment, feedback and specialised coaching. Cherniss and Adler (2000) 
caution that leadership development is a costly exercise; but it is rewarding. In the 
case of American Express Financial Advisors, a business growth of 18% following on 
emotional intelligence and social-based training to leaders, was experienced (Bunker 
et al., 2010:106). Blyde (1997:395) contends that executive leaders should invest 
more financial resources in leadership-development programmes, in order to build 
effective organisations. 
Goebel (2013:15) contends that enhancing leadership development is the second-
most urgent issue in the field of human resources after talent management (Rock, 
2010; Cappeli, 2008). Furthermore, an estimated two thirds of organisational change 
management efforts “fail, or at best deliver only average results” (Beer & Nohria, 
2014). Core empirical findings suggest improved leadership development at all levels 
is vitally important (Goebel 2013:16). In line with (Chapter 3) the notion of an integrated 
leadership development approach, Mumford, Marks, Connelly, Zaccaro & Reiter-
Palmon (2000), Goebel (2013:21) suggest “a multi-faceted approach to executive 
development and related learning activities”.  
Charan, Drotter and Noel (2011) in their published work, “The Leadership Pipeline” 
deal with critical elements and shifts required for leadership development, which is in 
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line with the afore-mentioned notion of developing young leaders, as well as 
independent variable succession planning, as discussed in Chapter 5. Goebel 
(2013:22), however, argues that Charan et al. (2011) failed to provide any leadership 
developmental methodology.  
4.4.1 Integrative leadership learning stance and change management 
An effective integrative leader is described by Nelson (2012:6), as a leader who 
collaborates in a holographic learning process by tapping into various talents, 
capabilities and leadership roles. Leaders thus rely on their own strengths and the 
strengths of others in a relational effort to implement change. Figure 4.8 depicts the 
leadership-learning framework reflecting a circular scalable learning process built on 
individual and collaborative strengths to initiate transformative changes. The four 
categories of preferred learning styles are presented in Table 4.3 above, describing 
the contents and processes of learning for each category.  
Figure 4.8 illustrates the learning styles, based on the earlier work of Honey and 
Mumford (1992, cited in Armstrong & Page, 2015). 
Figure 4.8: Honey and Mumford preferred learning styles 
 
Source: Armstrong and Page (2015) 
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Developmental readiness and participation is a key aspect of the potential success of 
leadership training. Nohria and Khurana (2010:752) notes that many leaders attend 
training sessions, because they are nominated or requested to attend, and not 
voluntarily. Developing and creating a training readiness is part of leadership 
development – to engage at a higher level with effective leadership (Avolio & 
Wernsing, 2007). Nohria and Khurana (2010:753) contend that the developmental 
readiness of executive leaders and their efficacy to participate in training, could be 
accelerated in terms of leaders’ “confidence in thinking processes, decision-making, 
actions, and behaviours”. 
The McCarthy motor-dealership in South Africa provides support for the above-
mentioned training approach in terms of integrative-training programmes, coaching 
and creating a learning culture (Pretorius, 2013). In line with the notion of integrative 
processes, Pretorius (2013:154) accredits McCarthy motor-dealerships’ considerate 
success in SA primarily to the groups’ leadership-development programmes, based 
on four factors, in particular, namely: 
 Recruiting and appointing the right talent; 
 Integrated training and development programmes;  
 Mentoring and coaching by members of the executive committee, including 
management understudy programmes, and  
 Creating a learning culture and environment conducive to succeed, opposed to 
a "sink-or-swim" approach. 
4.4.2 The nested-levels models of leadership development 
The Nested-levels model (Weiss, 2004) was used as framework in this chapter for 
dealing with “the why, the what and the how” of leadership development and training. 
The nested-levels model furthermore integrates the horizontal level of “doing” before 
advancing to a lower level of deeper “learning” – involving a learning process of self, 
others and experiences; and thirdly an “ontological” level of encompassing new 
knowledge of self and the working environment (Weiss, 2004).  
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This chapter is by no means an exhaustive analysis, but rather a summarised version 
to illustrate the importance of training approaches for the development of executive 
leaders.  
Although various leadership-development strategies are available, this study primarily 
incorporates training and coaching interventions. According to Hargrove (2003), and 
Scheepers (2012), coaching is different to training, which “provides a great deal of 
information, but has little impact on people’s leadership ability”. According to 
Scheepers (2012), the essence of coaching is to emotionally support on a personal 
level; and this involves the development of skills that can serve as a catalyst for 
change. 
Following on the notion of an integrative leadership, Follett (1924) in her work: “The 
Creative Experience”, described the process as an “organic, life-affirming process, a 
reflective circular creative-learning process”. It involves a harmonious and continued 
process of shared purpose, based on integrated diverse and complex experiences. 
Nelson (2012:4) proposes “a blended and balanced proposition” to bridge and divide 
the functions of leadership and management, based on the traditional assumption that 
individuals do not possess the ability to do both.  
The essence of Follett’s (1924) dynamic circular adaptive-learning process is a 
leader’s capacity and responsibility “to lead and manage, think and experience, and 
know and do”. Nelson (2012:4), therefore, argues that integrative leadership does 
have the capacity within a blended and balanced approach to do both, by identifying 
the right action, and by implementing the right action. An important consequence for 
executive leadership development and training is provided by Nelson (2012:4). Based 
on the afore-mentioned approach, Nelson (2012:4) argues that without closing the 
loop of circular learning, leaders “cannot effectively learn or adapt”.  
4.4.3 Learning emotional intelligence 
Emotional competencies are not innate; but they can be developed and matured over 
a period of time – by means of specifically designed training programmes (Singh, 
2009:262; Goleman, 2004:34). Barling et al. (2000:160) emphasised the relevant 
correlation between transformational leadership and emotional intelligence, in order to 
enhance leadership success and development (Goodmen, 2014:25; Hernez-Broome 
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& Boyce, 2010:196). The training curricula and emotional themes are discussed 
below. 
4.4.4 Training evaluations and assessment for executive leaders 
The known dictum of: “if you do not know where you are going, any road will take you 
there”, is also applicable in leadership training. Assessments are generally regarded 
as the starting point of leadership training and development (Moore & Rybeck, 2015). 
In laymen’s terms, assessment can be described as the “global position centre” (GPS) 
of leadership training, which serves as a road map to a specific destination or training 
goal to be attained. Selecting training curricula is thus based on the needs identified, 
and in which areas skills and specific knowledge are required. No literature could be 
located to substantiate a South African Police customary executive leadership training 
approach, commonly referred to as “porthole-training”. The resemblance of a huge 
ocean-liner with various port-holes is often referred to. The relevance is that it is not 
necessary to train or re-train the whole “ocean-liner”; but only to “enter a specific port-
hole”, where training is necessary. The function of assessment is to identify which 
areas and curricula are required, as complementary to the existing experience and 
knowledge, and then to provide the necessary (port-hole) training.  
The concept adapted by Law Enforcement training is based on another application of 
training the US Navy SEALS; and this will be discussed below (Waller, 2013). 
The most effective training intervention for executive leaders is when leaders 
voluntarily commit and are willing to participate in training, including undertaking a 
psychometric profile analysis, in order to uniquely design the contents and themes 
(Silberman, 2015). Peltier (2010:xv) points out the vast growing body of literature on 
promoting executive coaching as a popular talent and leadership development 
strategy in organisations. Passmore (2010), along with Peltier (2010:xv), encourages 
executive trainers to broaden their scope of training intervention, and to include the 
“wider range of psychometrics”. Passmore (2010) advocates the application of 
psychometrics in training – as useful tools to assist coaches to reflect on their own 
behaviour, personality and abilities.  
The use of assessments can furthermore enhance the training; in that a common 
understanding and language to address the training needs, are indicated (Passmore, 
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2010). Using psychology in executive coaching is a vibrant new emerging strategy to 
enhance leadership development (Peltier, 2010:xxiii). Peltier (2010) found that only 
5% of coaches come from a psychology background; while only 19% of executive 
coaches have any formal psychological training in the related field of mental health. 
The value of incorporating psychology in executive training is highlighted by Prahalad 
and Hamel (1990:91) in claiming that the core of psychotherapist’s competencies lies 
in “the wellspring of new business development” (Peltier, 2010:xxvii). 
The role assessment in executive coaching and training is vitally important for a 
number of reasons. Firstly, executive leaders seldom receive honest feedback in 
organisations – primarily because of the fear of executives being placed on pedestals. 
Peltier (2010:1) found that the more senior an executive becomes, the less negative 
feedback executive leaders receive, because of “flattery or fear” by subordinates. 
Another reason why followers often withhold honest feedback from executives is that 
they want to be perceived as good leaders: The fear of not wanting to be “the bearer 
of employee criticism” (Peltier, 2010).  
Rowe and Guerrero (2011:276), Prins et al. (2011:251) and Goleman et al. (2002:92) 
refer to “CEO disease” or the “self-deluding” trap, where executive leaders mainly 
receive only good news and positive feedback. The notion of emotional literacy 
becomes significant to empower executive leaders to “read and identify” the underlying 
facts beyond the obvious to overcome “CEO disease”. Conway and Huffcurt (in 
Goleman, 2002:266) found that female executives and other minority groups receive 
less “useful” feedback than others. The value thus of emotional intelligence training 
(Goleman, 2002) is to equip executive leaders with the knowledge to understand 
others and to be able to appreciate honest feedback; but also to identify when 
important and honest feedback is being withheld. The assumption can be made that if 
an executive leader is not aware of any negative facts or of his leadership’s 
shortcomings, leaders would not easily participate in training; as they are under the 
impression that all is well.  
Based on this assumption, executive leaders often have an inflated self-view or 
generally inaccurate reflection of views pertaining to their strengths and weaknesses. 
Peltier (2010:1), building on Erdberg’s (2000) notion, points out that self-evaluations 
and self-reports are generally not trustworthy; because one “cannot rely on what 
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people tell us about their own qualities and behaviours”. Erdberg’s (2000) notion is 
illustrated in Chapter 2, where various examples were listed of top South African 
executives that have falsified qualifications, including within the SA Railway 
Corporation and the National Broadcasting Corporation chief (Nicolaides, 2015; 
SABC, 2014; Business Tech, 2015). The current SA Broadcasting Corporation CEO, 
Jimi Matthews resigned on 27th June 2016, citing undue pressure from the executive 
leadership to produce unethical journalism (Rahlaga, 2016). In his resignation letter, 
Matthews refers to the SABC working environment and the reasons for his resignation 
as “the prevailing, corrosive atmosphere has impacted negatively on my moral 
judgement; and it has made me complicit in many decisions, of which I am not proud” 
(Rahlaga, 2016). Matthews is the eighth CEO that has resigned at the SABC in seven 
years, thereby supporting the notion of executive leadership failures in SA (Rahlaga, 
2016).  
Among the various available assessment tools, the iMap process used by the Dale 
Carnegie group is widely acknowledged (Dale Carnegie Training Techniques, 2016). 
The iMap process is a competency-based development system used to identify 
training needs; and it suggests unique training solutions, which are measurable and 
outcome-based. The iMap assessment process is presented in Figure 4.9. 
Figure 4.9: The Dale Carnegie iMap Assessment Process 
 
Source: Adapted from Dale Carnegie Training Techniques (2016) 
The five-step iMap process involves the intention that aligns an organisation’s strategic 
vision, according to a “should-be” statement opposed to a “as-is” frame. The second 
activity is to inquire, that involves a strategic conversation measuring a project status, 
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based on the current status, where the project “should be” and what is required to 
meet the project’s goals.  
The third step uses surveys and assessments to determine the vision alignment, 
competency needs, and obstacles and attitudes that undermine any change 
processes. The fourth step is to innovate that addresses the design interventions 
relating to the strategic intent, progress measurement, identified competency 
requirements; and it aligns emotional intelligence with business initiative. The final step 
is referred impact that looks at the ingrained long-term behaviour, according to the 
emotional and intellectual capacities with the project’s initiatives (Dale Carnegie 
Training Techniques, 2016).  
4.4.5 Emotionally intelligent coaching for executive leadership 
Executive Coaching, as an alternative to traditional training, is an emerging approach 
to leadership development. Goebel (2013:23), however, cautions by reflecting that as 
a relatively new phenomenon, there is limited empirical support in terms of executive 
coaching outcomes. Support for intimate executive coaching, opposed to multiple 
coaches’ involvement, is provided by Hartley and Hinksman (2003). Based on 
Whitmore’s (2009) notion of “inner-game coaches”, Goebel (2013) describes 
executive coaching as a process where the executive leader’s potential is empowered 
through maximising his own performance. Coaching involves assisting leaders to 
learn, as opposed to teaching leaders (Goebel, 2013).  
Coaching is an integrative process grounded in various disciplines, including 
psychotherapy, management consulting, self-directed and self-discovered learning 
processes (Goebel, 2013). 
In further alignment with the emotional intelligence nexus of self-leadership, according 
to the International Coach Federation, coaching acknowledges the leaders’ 
experience and expertise, and views the leaders as innovative and resourceful. The 
coaching role is aimed at re-discovering, clarifying and aligning the coaching needs, 
according to a process of self-discovery. The second part of coaching responsibilities 
involves establishing strategies and solutions, where the leader is held to be 
responsible and accountable (Machan, 1988; Goebel, 2013). 
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Galvão (2004:4) conducting a cross-sectional survey, targeting MBA students at 
Damelin International College of Postgraduate Business Sciences, found that 
organisations are increasingly adopting coaching and mentoring for leadership 
development. Opposed to traditional training, which is inadequate to develop new 
skills, coaching is best suited “to fine-tuning skills and to exploring specific individual 
situations or behaviours” (Galvão, 2004:4).  
According to the Graduate School Alliance for Executive Coaching (GSAEC), 
executive coaching is the preferred outcome-based executive leadership approach 
(Perry, 2008:4). Executive leadership coaching involves developing executive leader’s 
individual capabilities, in order to be able to attain organisational and professional 
goals. Executive coaching involves personal “one-on-one or limited group interactions” 
based on multiple perspectives and agreed-on evidence-based curricula. The process 
is regarded as a collaborative effort, involving executive leaders, the coach and the 
relevant stakeholders, in order to achieve the agreed-upon goals. Executive coaching 
is based on a close relationship between the executive leader and the coach, which, 
in turn, is based on mutual trust and respect. Apart from the availability of various 
training models and profound insight, Passmore (2010:2), emphasises that the field 
and the contributions of executive coaching are under-researched.  
Coaching interventions should be uniquely designed, in accordance with the past 
experience, previous training, personality assessments and the specific working 
environment (Silberman, 2015). 
In relation to discussed emotional intelligence leadership approaches, Peltier 
(2010:xxvii) noted the key aspects of executive coaching as one-on-one interpersonal 
interaction and problem-solving, cultivation and the use of empathy, development of 
insight, behaviour analysis, cognitive restructuring and psychological assessment. 
Based on the empirical findings, Scheepers (2012:34) proposes a three-phase 
approach to executive coaching, which is graphically illustrated in Figure 4.10. 
 
 
240 
Figure 4.10: Three Phases of Leadership Coaching 
 
Source: Adapted from Scheepers (2012:34) 
Expanding beyond traditional leadership training, Moore and Rybeck (2015) propose 
a new executive coaching approach, which has a strong emotional intelligence 
underlying basis. The approach is based on the collective, collaborative and 
integrative ability to engage highly distributed networks of knowledge and high 
performance teams. A key factor is to maintain a balance between comprehending the 
bigger picture and using the holistic approach, while being in touch with grass roots 
realities (Moore & Rybeck, 2015). Providing guidance and advice during uncertainty 
and ambiguity is a vital leadership attribute for maintaining change-management goals 
by instituting new innovative strategies.  
A key factor related to this study is Moore and Rybeck’s notion (2015) of “improved 
mastery of technologies that enable real-time coaching in a fast-paced world”, which 
is addressed below in the section dealing with technology-based training for executive-
leadership development. 
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Passmore (2010:76) recommends developing and maintaining a coaching partnership 
between the executive leaders and the coaches, as a critical factor for successful and 
sustainable leadership development. According to Scheepers (2012:34), and 
Hargrove (2003), maintaining a professional relationship is vitally important; although 
professional distance is advised. Scheepers (2012:35) notes an incident, where a 
coach confided in considering murdering a superior that was totally inappropriate, but 
relevant to this study, indicating the level of trust between the executive leader and the 
executive coach. 
4.5 EMOTIONAL INTELLIGENCE-BASED CURRICULA FOR EXECUTIVE 
LEADERSHIP 
Using the funnel effect, this section summarises the relevant areas linked to the afore-
mentioned leadership theories and examples of leadership failure, based on emotional 
intelligence and leadership development, based on “the what” question. The listed 
training themes and topics can be seen as a data basis, from which specific topics 
could be drawn to design unique training curricula accordingly, and which are suitable 
for specific leadership coaching or training interventions, and based on the outcomes 
of the mentioned assessments.  
4.5.1 Themes and topics for executive leadership development 
The following themes and topics were identified, following an extensive literature 
review of leadership theories and approaches, emotional intelligence and human 
development. The purpose of this section is to present the various themes, from which 
specific topics applicable for unique executive training can be selected (Silberman, 
2015). The literature study included the curricula of global and leading leadership-
training institutions. The criterion for selecting a small representative sample of 
institutions was based on the literature review, a well-established authoritative 
presence in the marketplace, and the availability for executive leadership enrolment 
and participation. 
4.5.1.1 McElroy and Stark's proposed integrated-thematic skills 
McElroy and Stark (1992:250) proposed an integrated thematic skills and training 
curriculum, involving transactional, conditional and transformational approaches. 
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Table 4.4 demonstrates how multiple training themes are relevant, and how the 
themes manifest, according to the various leadership skills. 
Table 4.4: Integrated leadership skills & training themes 
General skills Transactional Conditional Transformational 
Diagnosis Subordinate 
motivation 
Leadership style 
Situational elements 
Environmental 
scanning & 
commitment 
Communication Active one-to-one 
questioning & 
listening 
Questioning & 
listening 
Assessing & 
managing conditional 
& group factors 
Public 
communication 
(stories & rituals to 
gain support for 
vision. Impression 
management 
Negotiation Contracting for 
performance 
Conflict management Disturbance 
management 
Goal setting Setting 
performance 
standards 
Performance 
standards 
Establishing a 
vision 
Administration of 
rewards 
Operational 
conditioning 
Reward allocation 
  
Team building  Enhancing group 
solidarity. Relation to 
leader 
Commitment to 
vision 
Source: McElroy and Stark (1992:250) 
Table 4.4 provides a framework that can be used to select training curricula, according 
to the specific needs or requirements based on three central leadership approaches. 
The first approach is transactional leadership, dealing with the steps that enhance 
relationships between subordinates and leaders. Secondly, conditional leadership is 
based on various processes to enhance leadership-fit with the teams. Thirdly, 
transformational leadership suggests processes and behaviours aimed at changing 
the “course of entire organisations” (McElroy & Stark, 1992:250). 
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4.5.1.2 The top-ten leadership training topics to develop leaders  
Warner (2012) investigated the top 10 leadership training and development topics; 
and he found that employee engagement and retention, critical thinking and listening 
skills were high in demand, as indicated by their higher scores. Apart from leadership 
and change management as independent variables of this study, the majority of the 
topics are situated in the emotional intelligence domain of leadership attributes, as 
discussed in Chapters 2 and 3. Figure 4.11 lists the top 10 global training topics for 
leadership development. 
Figure 4.11: Top ten global topics for leadership development 
 
Source: Warner (2012) 
4.5.1.3 Training topics based on leadership traits 
Northouse (2010:19) provides a summary of the leading scholars pertaining to 
leadership traits and behavioural characteristics, based on empirical research. The 
summary is significant; as it links the themes with the prominent scholars. The 
framework, furthermore, provides insight in terms of timeframes and the 
developmental sequence of themes. The essence of emotional intelligence pertaining 
to “self-confidence and sociability” is listed under the name of Stogdill in 1948 and 
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1974. Kirkpatrick and Locke during 1991 listed the prominent themes addressed in 
this Chapter; while Zaccaro, Kemp and Bader’s (2004) traits and behaviours are all 
well-established within the emotional intelligence domain.  
Northouse’s (2010:19) framework of themes and topics, which can be used to design 
leadership training curricula, is presented in Table 4.5. 
Table 4.5: Studies of Leadership Traits and Characteristics 
Stogdill 
(1948) 
Mann 
(1959) 
Stogdill 
(1974) 
Lord, De 
Vader and 
Alliger 
(1986) 
Kirkpatrick 
and Locke 
(1991) 
Zaccaro, Kemp and 
Bader 
(2004) 
Intelligence 
Alertness 
Insight  
Responsibility 
Initiative 
Persistence 
Self-
confidence 
Sociability 
Intelligence 
Masculinity 
Adjustment 
Dominance 
Extroversion 
Conservatism 
Achievement 
Persistence 
Insight 
Initiative 
Self-confidence 
Responsibility 
Cooperativeness 
Tolerance 
Influence 
Sociability 
Intelligence 
Masculinity 
Dominance 
 
Drive 
Motivation 
Integrity 
Confidence 
Cognitive 
ability 
Task 
knowledge 
Cognitive ability 
Extroversion 
Conscientiousness 
Emotional stability 
Openness 
Agreeableness 
Motivation 
Social Intelligence 
Self-monitoring 
Emotional  
     Intelligence 
Problem solving 
Source: Northouse (2010:19) 
4.5.1.4 The Dale Carnegie (2016) leadership development training 
programmes 
The Dale Carnegie leadership-development training programmes provide an 
extensive list of topics in line with the focus of this study, in which executive leaders 
can enrol or participate. A limited analysis of the training curricula of the Dale Carnegie 
leadership development training programmes, reveals that a total of eight of this 
study’s ten independent variables, are presented. Apart from a host of relevant and 
sub-themes available, a selection of some of the themes includes succession 
planning, visionary leadership, change management, leadership, decision-making, 
personal leadership, delegation, ethical leadership, interpersonal skills, leadership 
values, conflict management and leadership values (Dale Carnegie Training 
Techniques, 2016). 
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4.5.1.5 The Korn Ferry Institute’s top-ten coaching topics (Crandell, 2015) 
A survey conducted by the Korn Ferry Institute among 200 global leadership coaches, 
identified the top-ten coaching topics for executive leaders, business leaders and 
senior managers (Crandell, 2015). A key finding in line with this study relates to 
organisations’ expectations that executive leaders should “activate [a] strategy by 
motivating and managing their teams, peers, and partners to achieve results through 
others, rather than through [their own] individual contributions”. The Korn Ferry 
Institute’s (Crandell, 2015) findings are well-established in the afore-mentioned 
integrative emotional intelligence leadership models of Hatala (2008:2) and Passmore 
(2010:36) and other scholars, including leadership approaches, such as servant 
leadership, authentic leadership and especially shared leadership approaches, 
already discussed in Chapter 3. Table 4.6 presents the top-10 identified coaching 
topics for executive leaders, business leaders and senior managers in no specific 
order (Moore & Rybeck, 2015). 
Table 4.6: The Top-10 Identified Coaching Topics for Executive Leaders, 
Business Leaders and Senior Managers 
Executive Leaders Business Leaders Senior Managers 
Self-awareness Interpersonal 
relationships, listening 
skills, empathy 
Interpersonal 
relationships, listening 
skills, empathy 
Interpersonal 
Relationships, listening 
skills, empathy 
Influence Influence 
Influence Self-awareness Communication skills 
Leading during times of 
change 
Communication skills Self-awareness 
Communication skills Motivation and 
engagement 
Delegation, 
empowerment 
Motivation and 
engagement, leading with 
vision and purpose 
Building effective teams Building effective teams 
Building effective teams Mentoring, developing 
internal talent, succession 
Motivation and 
engagement 
246 
Executive Leaders Business Leaders Senior Managers 
Strategy and strategic 
thinking 
Delegation, 
empowerment 
Working with uncertainty 
and ambiguity, decision 
skills 
Working with uncertainty 
and ambiguity, decision 
skills 
Leading during times of 
change 
Mentoring, developing 
internal talent, succession 
Mentoring, developing 
internal talent, succession 
Working with uncertainty 
and ambiguity, decision 
skills 
Time and energy 
management 
Source: Adapted from Moore and Rybeck (2015) 
Ashkanasy, Hἃrtel and Daus’ (2002) notion that emotional intelligence in organisations 
warrants a study in its own right, will be documented in this study’s recommendations 
in Chapter 8. Appeals for emotional intelligence and leadership training in this study 
have approached saturation, but Moore and Rybeck’s (2015) empirical findings are 
regarded as so highly appropriate that it warrants a verbatim quotation highlighting: 
The importance and the challenge of this leadership imperative; responses 
identified interpersonal and communication skills, such as influence, 
listening, and empathy, as key coaching topics across all levels of 
leadership. Self-awareness, a topic identified in research as crucial, yet 
frequently a derailer, ranks high for all leaders and is at the top of the list for 
C-suite leaders. 
4.5.1.6 Summary of leadership theories and models 
To collectively understand executive leadership development and the associated 
competencies, the following summary represents various leadership theories and 
approaches already discussed. The summary serves as a thematic and topical library, 
from which topics can be selected to design leadership training curricula. The 
summary is listed in Table 4.7. 
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Table 4.7: Summary of themes and competencies suitable for leadership 
training 
Leadership theory Competencies 
Human development Leadership CSR, cultural diversity and cultural intelligence,  
conflict management, relational leadership principles 
Leadership behaviour How to influence, goal attainment, motivation, change 
management, integrity, shared purpose, organisation reality 
Global leadership Analytical thinking, conflict management, decision-making 
Lateral leadership Influence others, collective leadership 
Executive leadership Self-leadership, emotional intelligence literacy, integrative 
leadership, communication, neuro-leadership, executive 
coaching, health and balanced life style, role-modelling, 
empowering others, shared leadership 
Learning leadership High performance culture, learning, shared vision, 
alignment, adaptation, neuro-leadership 
Leadership trait 
theory 
Physical attributes, personality characteristics, 
responsibility, task completion, risk-taking, initiative in social 
area, stress management, frustration tolerance, social 
interaction, persistence, co-operation, intelligence, self-
confidence, determination, integrity, sociability, drive, 
confidence, cognitive ability, task knowledge extraversion, 
conscientiousness, EQ stability, openness, agreeableness, 
self-monitoring, problem-solving  
Behavioural theory Autocratic style, democratic style, delegation, decision-
making 
Contingency theory Situational, skills development, attitude, relational, Path 
goal – employee performance, satisfaction, wellbeing, 
needs orientation, cultural intelligence inspirational  
Charismatic Influence, values, networking, EQ, self-sacrifice, visionary, 
futuristic 
Transactional Goal setting, performance, rewards management   
Transformational Motivation, morality, change management, empowerment, 
norms & values, body language  
Individualised leader 
member 
Positive influence, interactional, special relationships, self-
worth, partnership, systems network enhancement 
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Leadership theory Competencies 
Upper Echelon 
Theory 
Change management, vision orientation, strategic 
leadership, effective listening, collaboration 
Full-range leadership Traits, functional, situational, collaboration, skills alignment 
Culturally Endorsed 
Implicit 
Power distance, values, all inclusive cultural approach, 
participative 
Integrative EQ based 
leadership theory 
Self-awareness, self-management, social awareness, 
social skills dev, self-confidence, empathy, service 
orientation, self-control, trustworthiness, empowerment, 
communication, conflict management, team work, stress 
tolerance, time management, assertiveness, trust, 
accountability, flexibility, body language 
Integrated leader 
theory 
Contextual influence, relational, creativity, shared 
leadership, flexibility, spiritual intelligence, decision making, 
metal serial thinking  
Integrated executive 
leadership 
Self-leadership, moral, authentic, spiritual, servant, wise 
leadership 
Integrative public 
leadership 
Diversity orientated leadership, ethical leadership, 
accountability, integrity 
Authentic leadership Self-sacrifice, self-development, resilient, intrapersonal, 
interpersonal, trustworthiness, moral reasoning, 
transparency, self-invention, passion, values, purpose 
driven, compassion, self-discipline  
Servant leadership Spiritual intelligence, self-awareness, self-regulation, team 
leadership, change management, stewardship, mentoring 
Ethical leadership Balanced and fair decision-making skills, integrity, honesty, 
accountability, moral leadership, creativity, role-modelling  
Gender leadership Persistence, self-confidence, empathy, listening skills, 
ambition, leading, inspire, relational, cooperation, self-
knowledge, self-reflection, assertiveness 
Source: Researcher’s own construct (2016) 
4.5.2 The characteristics of effective emotionally intelligent executive 
leaders 
The present study acknowledges all the primary executive leadership traits, attributes 
and emotional intelligence-based qualities. However, in the context of executive 
emotionally mature leadership, the recurring most outstanding issues were identified 
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as creativity and emotional health-conscious leadership. From an executive leadership 
training perspective, only the two identified characteristics closely related to emotional 
intelligence were selected from a variety of available themes. Creativity represents the 
unlimited potential of unlocking executive human capabilities in terms of personal 
growth and business outcomes. The second characteristic, related to emotional 
intelligence, concerns executive health risks of unmanaged stress that could have 
devastating consequences. 
4.5.2.1 Creativity-based leadership 
The extensive reference throughout this research to innovation and creativity warrants 
a closer examination of the relationship between creativity and global executive-
leadership successes. The European Union (EU) report entitled “Vision, Roadmap and 
Foresight Scenarios for Europe: 2012-2020” (Hüsing et al., 2013:18) identifies seven 
goals, of which “innovation” is one. The mentioned EU report is discussed in paragraph 
4.8. Cooper and Sawaf (1997) claim that 7% of leadership success occurs as a result 
of the intellect. Emotional intelligence-based attributes account for 93% of leadership 
successes, including authenticity, honesty, integrity and creativity (Cooper & Sawaf, 
1997).  
Leaders with higher levels of emotional intelligence are likely to employ more 
innovative solutions to solve their problems (Zhou & George, 2003). Peltier (2010:172) 
proposes that creativity could be trained to transcend the existential perspectives of 
leadership based on individualism and personal autonomy. According to Peltier 
(2010:173), CEOs operate in small important “corporate slots” and that creativity could 
assist CEOs to add value and to increase their executive leadership role. Emotional 
literacy enables leaders to think with a creative mind during stressful events; and it is 
better equipped to deal with frustration.  
George (2000) found that leaders demonstrating emotionality, consider more 
alternative solutions to problems in search of the best solution. Building on Nelson’s 
(2012:4) notion of linking creative ideas to implementing them to actions, various 
training approaches to enable leaders to “think out of the box”, are available. Some of 
these training interventions to enhance creativity involve analytical-thinking systematic 
approaches. Stout-Rostron (1014:14) points out that those transformational leaders 
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are more likely to use creativity and personal relationship-building to initiate change in 
organisations.  
Creative leaders are often visionary leaders who source innovative solutions to 
problems, based on teamwork and brain-storming sessions, where multiple and 
interactive teams’ participation is aimed at finding solutions (Stout-Rostron, 2014:14). 
Bunker et al. (2010:287) are in agreement by highlighting the need for new innovative 
leadership approaches by using creativity. The critical factor that should be addressed 
through training is that leaders should not only employ creativity, but create an 
environment that is conducive to creativity. Bunker et al. (2010:287) note that creativity 
is an effective method of solving “seemingly intractable problems and challenges”. 
Apart from using creativity to solve problems, individual contributions resulting in 
groundbreaking inventions, emphasise the potential of individual creative effort. Three 
examples were selected to illustrate the global impact that a fairly simple creative 
invention can have. Firstly, limited knowledge is available of the contributions of South 
African entrepreneur who invented and branded the “Creepy Crawly” automatic 
swimming pool cleaning device. Although the concept of pool cleaners dates back to 
the 1950s, the South African entrepreneur who was “down and out” discovered the 
suction power of water, while emptying a bathtub and caught his toe in the bath outlet. 
The “Creepy Crawly” automatic pool cleaner, which is a global product today, was 
designed, manufactured and developed shortly thereafter.  
Secondly, Heavy-Duty Hanger Systems (HDH) were designed by South African 
entrepreneur, Con Bezuidenhout; and he designed and patented the HDH system for 
hanging large objects on walls, such as mirrors and picture frames (Edmunds, 2016). 
The system is widely used in the interior-decorating environment. The HDH has 
various applications, such as locking devices to safeguard valuable art works in public 
places, such as art galleries, hospitals or hotels. The HDH are locally manufactured 
and supplied to Supreme Mouldings, which is an international distributor of picture-
framing materials and devices (Edmunds, 2016).  
Thirdly, the concept of Field Ears was patented by South African, Troskie Neethling, 
after watching a rugby game televised on national television (Registrar of Patents, 
2009). Neethling was motivated by the need to hear what the referee was saying 
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during rugby matches. Neethling subsequently successfully patented the concept of 
Field Ears, as an additional broadcasting method and apparatus with SA patent 
number 1987/01978. (Registrar of Patents, 2009). The Field Ears concept involves 
fitting micro-microphones to referees and umpires to relay “on-field communication” 
between players and referees. The Field Ear concept rapidly spread globally to other 
sports events; and it is common practice in modern televised and radio broadcasts 
globally (Adams, 2006).  
The mentioned creative inventions are typical examples of Nelson’s (2012) notion of 
the balance between “thinking and doing”, implicating that a creative idea should be 
followed through into action. A second important lesson in training executive leaders 
is that individual creative efforts and inventions are not only invented in boardrooms 
and offices. Like the previously mentioned examples, creative inventions can occur 
anywhere that an analytical mind is applied, even while lying in a bath-tub or watching 
a foot-ball match at home. The value of creativity training and application is highlighted 
by the “reversible traffic-lane flow” system; where the roads leading in and out of 
congested areas are changed, according to high volume traffic, such as the 
Washington Boulevard, State Route 237 (Fujioka, 2016).  
Globally, city roads were built to cater for limited future traffic volumes (Fujioka, 2016). 
By using reversible lane systems, traffic congestion can be limited; and this is a classic 
example of using analysis and creativity to solve traditional or older problems. 
The central theme in creativity training for executive leaders is to enhance an open 
mindset, coupled with a discerning will, to solve a problem based on analytical 
thinking. A final example of linking creativity and technology involves a fairly un-
explored opportunity that awaits a dynamic executive leader to use technology- based 
mobile-phone transfer of “odours” (Russon, 2014). Limited knowledge exists of the 
2014 software application by smartphones to send and receive odours with either 
mobile phone messages or mobile videos. Although the technology exists, the 
application or creative mind to put to use the technology in the marketplace seems 
largely undiscovered. Based on Pavlov’s theory (McLeod, 2007) of food and smell, the 
use of mobile technology for marketing food products, such as “juicy and succulent 
hamburgers or steak” via mobile phone with simultaneous release of smells to the 
recipient, awaits an eager, willing executive leader in the food industry, or even in the 
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global perfume marketplace. According to Rohan (2014), the envisaged market value 
of “Digital Scent technology” by 2020 is worth an estimated $691 million. Future 
smartphone technology that is related to emotional intelligence involves the planning 
and development to “digitally transfer touch and feel” via mobile smartphone 
technology. Cheok, (2015) Professor of Pervasive Computing at City University 
London, working along with international technology experts, has developed the 
"world's first tele-hug ring". The “RingU” technology enables users to transfer touch 
and the “squeezing” of fingers via mobile technology (Cheok, 2015).  
The existing technology inventions of Cheok (2015) involve the “Electronic Taste 
Machine” that enables users to transfer and receive taste sensations via the internet. 
In the context of this study, the primary challenge, however, is not to train executives 
to become technology experts, but to train executive leaders to think and operate 
creatively beyond the traditional scope of entrepreneurial acumen, and to apply the 
available technology. The mentioned approach is directly in line with that of Nohria 
and Khurana’s (2010:740) suggestions of leadership development programmes, as 
discussed below. 
4.5.2.2 Emotional health-conscious leadership 
The relationship between neuroscience and health and wellbeing, as well as scholarly 
consensus relating to the positive effect of emotional intelligence on health issues, 
were previously addressed (Prins et al., 2011:25; Bradberry & Greaves, 2005:51; 
Hein, 1996). The issues of emotional intelligence and health were selected based on 
the frequently devastating consequences of untimely deaths of executive leaders, 
globally and in organisations (Thamm, 2014). 
Prins et al. (2011:200) emphasise the positive relation between sound and healthy 
relationships and improved health. A social and support network positively impacts on 
emotional wellbeing and health. According to Prins et al. (2011:200), nurturing 
relationships fulfils and enhances “succour, validation, stability, intimacy, and 
connectedness”. According to Umberson and Montez (2010), an effective supportive 
social system results in “greater resistance to disease, better immune-system 
functioning, lower rates of coronary disease, faster recovery from heart surgery, and 
lower levels of mortality”.  
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Relevant to this study, Cohen, House, Landis and Umberson (in Bergh, 2007:204) and 
Prins et al. (2011:201) found that individuals with mutually sound “relationships with 
family, friends, and in their communities are less likely to die prematurely”. The 
premature death of Professor Russell Botma, rector of the Stellenbosch University in 
SA, as discussed in Chapter 5, is a classic example (Thamm, 2014). Prior to the 
sudden heart attack related death of Botma, the indications were that he experienced 
high levels of stress and anxiety while instituting new transformation initiatives 
(Thamm, 2014).  
Caruso and Salovey (2004:142,143) emphasise the negative consequences related 
to dispositional traits that can affect leadership. Irrational emotions and thoughts that 
trigger depression, anxiety and hostility are often destructive, counterproductive and 
negative (Caruso & Salovey, 2004:142,143). Emotional wellbeing is, therefore, 
compromised; and this could affect the health of an executive leader. Table 4.8 lists 
some dispositional traits, as well as the impact on the emotional wellbeing. 
Table 4.8: The impact of dispositional traits 
Dispositional Trait Impact 
Depression Experiences sadness 
Anxiety Experiences fear, surprise 
Hostility Experiences anger, disgust 
Optimism Experiences happiness 
Pleasantness Maximises positive emotions; minimises negative emotions 
Stress Exaggerates negative emotions 
Trust Fails to distinguish genuine from faked emotions 
Source: Caruso and Salovey (2004:143) 
According to Singh (2009:260), emotional intelligence training reduces stress, 
improves general health and positively impacts on emotional wellbeing and 
performance. This statement is supported by Gerits, Derksen, Verbruggen and Katzko 
(2005) who, after concluding a two-year longitudinal research study, found that 
emotionally well-balanced nurses produced fewer symptoms of stress and burnout. 
Ogniska-Bulik (2005) documented similar results regarding emotional intelligence 
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training programmes in the United Kingdom that resulted in higher effectiveness, 
professionalism and generally improved health and wellbeing. The significance of 
relationship leadership grounded in emotional intelligence was advocated in Chapter 
3. Relationship leadership involves nurturing and maintaining affectionate 
relationships within a sound support network in a safe environment (Bradberry & 
Greaves, 2009). In conjunction with the notion of affectionate relationships, Prins et al. 
(2011:201) highlight the impact of positive engagement, including “physical touch”, on 
general health. According to Prins et al. (2011:201), Van Niekerk (2007) and Baker 
and Greenberg (2007), the well-known London Rabbit experiment concluded that 
“physical touch (kinaesthetic tactile stimulation, scientific name for touch or simply 
referred to as "love") recorded lower blood pressure, lower cholesterol levels, and a 
300% increase in lifespan”.  
The conclusion thus can be made that executive coaches developing executive 
leaders can fulfil a great role in supporting, identifying stressors and training executive 
leaders to maintain a healthy and sound emotionally balanced lifestyle. 
4.6 TRAINING METHODS FOR EXECUTIVE DEVELOPMENT 
Based on the notion that time restraints are a key executive-leadership challenge to 
engage or participate in training interventions, this section discusses possible training 
approaches for executive-leadership development (Armstrong & Page, 2015). 
Furthermore, the discussed training challenges relate to the complexity and multi-
facetted responsibilities and demands by stakeholders that require executive leaders 
to become extraordinary leaders of, in some instances, expectations of becoming 
“super-humans” serves as background.  
Before embarking on new innovative training approaches, the concept of experimental 
learning, introduced earlier is discussed. The section concludes with a discussion of 
technology-based training and the development of future executive leaders. 
4.6.1 The experiential-learning approach 
Expanding on the afore-mentioned experiential learning notions of Goebel (2013) and 
Goldsmith et al. (2003), including the Nested-level model presented by Weiss (2004), 
Kolb’s (1984:42; Stout-Rostron, 2014:98) concept of experiential learning was 
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selected for this study. The Experiential Learning Model integrates four adaptive 
modes of learning, namely: concrete, abstract, reflective and conceptual approaches 
(Stout-Rostron, 2014:98). The relevance in using the experimental learning model is 
based on integrating the thinking and the reflecting processes with the leader’s 
experience and action. The mentioned examples relating to creativity are a classic 
application of the experiential-learning model where the executive’s innovative 
thinking is incorporated to institute an action (Olivero, Bane & Kopelman, 1997). The 
executive coach can play a pivotal role in creating an open and reflective mindset of 
the executive leader to ensure that experiential thinking and innovative ideas are not 
lost, and manifest as action plans or action steps (Bunker et al., 2010).  
The purpose of this brief discussion is to ground the theory in the practical realm of 
executive leadership in the operational field (Stout-Rostron, 2014).  
The notion of experiential learning correlates with the integrative-leadership approach 
supported by various scholars cited in this study, including Caruso (2002:306), Mayer 
and Salovey (2004:11), Mayer, Caruso and Salovey (1997), Bradberry and Travis 
(2005:30), Stout-Rostron, 2014:98), Prins et al. (2011:49), Hatala (2008:6) Hatala and 
Hatala (2005), Johansen (2009:63) and Patterson (2006:7).  
The value of experiential learning is demonstrated in the various proposed training 
approaches discussed below under the context of virtual learning. 
4.6.2 Accelerating executive leadership development and training 
Setting the stage for accelerated advancement training, Rowe and Guerrero (2011:97-
99) contends that the challenge for leadership development is to “accelerate the 
development of high-quality leadership in organisations, to increase the yield of mature 
leaders from the pool of high potentials, and to create a pipeline of management talent 
that delivers leaders where and when they are needed”. Rowe and Guerrero (2011:98) 
further argue that leadership development should be an integrated process that is 
aligned with strategies that include recruitment, career development, succession 
planning and training.  
The overlapping and integrative relationship between the identified processes to form 
a holistic training and development strategy is graphically illustrated in Figure 4.12. 
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Figure 4.12: Integrated leadership development system 
 
Source: Rowe and Guerrero (2011:98) 
Based on the global leadership crises previously discussed, Bunker et al. (2010:281-
286) have identified six trends that require an adaptive leadership approach to meet 
the changing needs that could be enhanced by means of accelerated leadership 
development processes. The trends influencing the current leadership domains 
involve new challenges and opportunities because of globalisation (Kouzes & Posner, 
2007:183), the convergence and influence of technology on business, markets and 
organisations.  
The emerging E-leadership styles incorporating the social media enable executive 
leaders to engage directly with their employees, customers and peers, changing the 
way executive leaders are more accessible. Executive leaders are expected to 
increase social responsibility and align businesses and organisations to address 
ecological challenges. The shift of leadership power because of the knowledge 
explosion requires executives to be at the forefront of developments in line with global 
trends. The emergence of dynamic young leaders necessitates a new level of 
leadership, and finally new regulatory issues to prevent past abuses and corrupt 
leadership practices, especially in the financial markets (Bunker et al., 2010:281-286).  
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When compared with other executive leadership development and training 
approaches, executive coaching was found to be the most effective to accelerate 
leadership training (Goebel, 2013:120). The process involves “laser coaching” where 
“instant insight” is provided in short training interventions aimed at urgent and specific 
areas resulting in “rapid change”. The accelerated process of executive coaching is 
also referred to as a “transfer of learning tools” (Olivero et al., 1997).  Grant, Curtayne 
and Burton (2009), contend that short-term coaching can be effective – especially if 
the coaching involves evidence-based training.  
The primary advantage of short-term coaching is that it can assist executive leaders 
during times of uncertainty and change processes, especially if the contents involve 
elements of positive psychology. The accelerated training approach is similar to a 
concept referred to as “port-hole” training, as previously discussed. The port-hole 
approach was first used by the US navy SEALS to strengthen the mind over pain to 
accomplish a task – even when in pain, as a result of injury (Waller, 2013). The concept 
is aimed at “retreating mentally to the inner safety of the body, looking through one’s 
eyes at the hostile world around one, as if one were peering through a porthole” 
(Waller, 2013).  
The practical application to expedite and accelerate leadership training and the 
development of training, similar to Law Enforcement training, is an effective training 
tool in terms of executive coaching (Els et al., 1994). This approach is similar to that 
of Peltier (2010:24), who describes this approach as identifying “the blind spots and 
relative weaknesses” during executive coaching. The aim of identifying specific areas 
and skills is to provide the additional skills required for continued success (Peltier, 
2010:24).  
Mitchell and Casey (2007:130) argue that accelerated developmental programmes 
address the reality of modern police training; since they enhance recruitment 
programmes, retaining quality staff. The Australian Institute of Police Management 
Training (AIPM) aims at accelerated results in preparing leaders for rapidly changing 
environments (Mitchell & Casey, 2007:130). The essence of accelerated 
advancement training is “the quality and rigorous process of blending current and 
emerging academic theories with industries’ best practices, and national and 
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international schools of thought and professional practice” (Mitchell & Casey, 
2007:128).  
Pretorius (2013:84) describes how an accelerated learning curve at the McCarthy 
motor group in South Africa broadened and “crystallised” executive leadership skills, 
leadership philosophy and personal development as “immeasurable”. The added 
benefit within the motor group was that accelerated the training and enhanced cultural 
transformation within the organisation (Pretorius, 2013:184). 
In line with the afore-mentioned integrated leadership theories, Bunker et al. 
(2010:4,5) emphasise the new emerging leadership focused on “authenticity, 
emotional competency, integrity and the ability to inspire others”. As a result of 
evolving and complex changing-world economies and “ever-shifting marketplaces” the 
outdated leadership styles of “Super-star CEOs” are replaced by integrative and 
shared leadership styles, which use accelerated training methods (Bunker et al., 
2010:4,5). Accelerated advancement training provides benefits to develop executive 
leaders, resulting in the average age of senior executives declining between seven to 
ten years, Thus, talented young leaders are promoted rapidly; and globalisation and 
technology changes require less direct contact-training interventions (Bunker et al., 
2010:4,5). Bunker et al. (2010:5), however, caution about the negative side of 
accelerated advancement; since the reward systems are rarely in relation to 
development.  
Personal contact is largely replaced by means of accelerated and technically based 
training that diminishes the influence of emotional and interpersonal maturity of 
executive leaders. Accelerated methods also allow executive leaders to escape the 
accountability to lead others with emotional intelligence (Bunker et al. (2010:5). 
4.6.3 The concept of virtual learning 
According to Pretorius (2013:240), the top-performing organisations of the future will 
be characterised as “virtually layer-less and increasingly boundary-less” – with a new 
breed of executive leaders with different outlooks on global challenges. Future leaders 
will have to earn influence by being able to “resonate emotionally with their colleagues 
and staff”; because, unlike baby boomers, generations Y and X do not have any 
“ingrained sense of loyalty to their bosses”.  
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Bradberry and Greaves (2009:239) acknowledge the younger generation’s deficient 
self-management skills; and they argue that exposure to “Ipods and Facebook” has 
had no influence on their self-management skills. International Business Machines 
(IBM) officially joined the virtual global community during November 2006 (Nohria & 
Khurana, 2010:591). Since 1996, new emerging markets have developed, which IBM 
executive leaders have embraced as a “second life” and “green computing”. The 
strategic goal was to decentralise executive leadership, in order to cater for faster and 
more approachable client relationships. Globally, organisations have adopted a new 
leadership style presented by the new virtual environment, such as Brazil, China, and 
the United Kingdom (Nohria & Khurana, 2010:591).   
Coaching and mentoring have become an important part of executive leadership 
responsibilities; because of the faster knowledge transfers that have “increased the 
people’s ability to use their judgments and tap into a network of relationships”. This is 
referred to as “social capital” (Nohria & Khurana, 2010:591).  In India, the founder 
member of Infosys is referred to as “Chairman and Chief Mentoring Officer” (Nohria & 
Khurana, 2010:592). Also at IBM, the most effective leaders are leaders who coach 
large numbers of people. Within the IBM group, Palmisano, the chairperson of IBM 
Greater China, devotes 25% of his time in leadership development via virtual 
opportunities. Palmisano personally mentors “about one hundred people: twenty-five 
formal and active mentees, twenty-five informal mentees, and around fifty ‘graduates’, 
former mentees with whom he maintains a close personal relationship” (Nohria & 
Khurana, 2010:591). 
By referring to various examples, Nohria and Khurana (2010:593) provide this study 
with the relevant empirical evidence that links the primary concepts of emotional 
intelligence, integrative leadership theory, gender-based leadership, authentic 
leadership, leadership development and human development. The case analysis of 
IBM embracing the concept of virtual and integrative emotional intelligence, based on 
executive leadership, is a classic example and supports this study’s notion of 
integrative leadership approach. The central themes – in bold and brackets – 
resemble the relationship between IBM executive leadership’s approach and concepts 
relevant to this study.  
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Nohria and Khurana (2010:593) describe the role of executive leadership in IBM as: 
At IBM, rising stars among leaders manage cross-cutting roles [integrative 
leadership] and relationships of many kinds [emotional intelligence] and do 
integrative work well beyond their formal titles. In Russia, the research lab 
director feels responsible for helping customer-facing teams [authentic 
leadership] and business partners leverage IBM research technologies; she 
regularly attends sales meetings with customers [gender-based leadership] 
to add a technology perspective. She was instrumental in encouraging IBM to 
locate a lab in Moscow in the first place, making the case that a lab in Russia 
is part of a global ecosystem strategy [human development compliant], 
providing technology experts on the ground, who could collaborate [shared 
leadership styles] with the sales teams, clients, and business partners – to 
answer questions, learn, and bring back some ideas for worldwide projects 
[leadership development]. 
Kouzes and Posner (2007:241), however, cautions that despite the global economy’s 
demand for executive leaders to embrace virtual conduct, leaders should maintain a 
balance between technology and the “social imperative of human contact”. For Kouzes 
and Posner, (2007:242) exemplary leaders need to maintain relationships and 
collaboration with others, in an attempt to achieve extraordinary success. However, in 
the context of emotional intelligence, Kouzes and Posner (2007:242) acknowledges 
the crucial role of maintaining special relationships and collaborative leadership 
practices; and he points out that virtual contact should never replace the human 
element.  
Kouzes and Posner (2007:242) views special relationships as a mutual benefit for 
relevant stakeholders that should be maintained – to “last a lifetime”.  
Various outcome-based virtual training options are available to train executive leaders. 
The perceived success of virtual training is, however, largely dependent on the afore-
mentioned concept of creativity. The higher the level of innovative virtual training in re-
creating a training scenario based on the reality, the higher the level of knowledge 
transfer and the success of the training intervention (Jones & Els, 2016). The concept 
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is successfully used by the Federal Law Enforcement Training Centre (FLETC) in 
Brunswick, Atlanta in the US.  
At FLETC, an “actor’s village” with full-time actors and trainers are used in training US 
law enforcement officers (Els, Heydenrych & Makombothi, 1994). Similar virtual based 
training was presented during January 2016, involving law-enforcement officers from 
Malawi and Zambia in Lilongwe, Malawi. The practicality of creating a near “first-hand 
crime scene” to simulate how officers should respond, was widely commended by 
international observers present during the virtual training (Jones & Els, 2016).  
Johansen (2009:60-63) proposes the following virtual learning options available to 
train executive leaders: 
4.6.3.1 Simulations of reality-based training 
Simulations of reality (Johansen, 2009:62) refers to simulating real world aspects 
where leaders could be exposed to challenges and learn how to react in a low-risk 
environment within a training context. Nestel and Tierney (2007) agree that simulated 
role-play training is effective especially to enhance communication-skill training. 
Alternative to simulation training is the concept of reality games (Johansen, 2009:62). 
Reality games refer to “Hypothetical worlds”, which are either physically or digitally 
created where individuals, teams or larger numbers of leaders, can be trained.  
The central aim of alternative-reality games is that real-life challenges are created for 
trainees to resolve. The previously mentioned training during January 2016 of law 
enforcement agencies of Zambia and Malawi was based on investigative techniques 
on countering human trafficking offences, based on alternative reality games (Jones 
& Els, 2016). Various video recordings during the simulated training were made and 
used in feedback sessions to strengthen the knowledge transfer and sharing 
experiences.  
The Malawian and Zambian training included sessions where participants had to act 
and supply feedback to “board members” as part of the leadership development 
curricula (Jones & Els, 2016).  
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Alinier (2013:43) provides a valuable diagrammatical representation of the increased 
level of realism in using simulation training (Alinier, 2013). From the diagram, it is 
noteworthy that passive and experiential learning, as proposed by the afore-
mentioned, are integrated with a balanced level of interaction between the trainer and 
the student. The simulated event increases the level of realism and the success level 
of the simulated training. Figure 4.13 illustrates the simulation training and the 
integrative processes employed to enhance the various knowledge levels. 
Figure 4.13: Diagrammatical representation of increased level of realism in 
simulation training 
 
Source: Alinier (2013:43) 
The use of 3-D immersive environments (Johansen, 2009:62) in simulated training 
allows the trainees take on other personalities and roles in an online setting. The use 
of 3-D immersive training is especially relevant in training technical skills. Certain 
technical skills, such as flight simulators, have extensive training capabilities for 
training pilots. At FLETC, law enforcement officers are exposed to 3-D training in terms 
of decision-making, as well as the use of firearms in conflict situations, while viewing 
conflict scenes on big screens connected to laser-simulated firearms (Els et al., 1994). 
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4.6.3.2 Role-playing of simulation training 
Role-playing of simulation training (Johansen, 2009:62) is based on interactive 
simulations, based on real-life situations that offer the learners the opportunity to make 
mistakes and learn without negative consequences. In role-playing based training, 
learners either act the role in a simulated training environment; or they watch other 
actors that simulate a real-life scenario (Johansen, 2009:62). Role-playing as part of 
simulation training is relevant; and it was used by Professor Bradshaw during 2015 at 
NMMU in Master-degree block classes.  
Morgan, Dunn, Parry, and O’Reilly (2004), furthermore, contend that simulated role-
play in law education and training, especially with regard to negotiation training, is 
effective – since learners portrayed a deeper understanding of the emotions involved. 
Bunker et al. (2010:106) claim that successful emotional and social competency 
training for the leadership of the American Express Financial Advisors was conducted 
by using lecturing, discussions, videos, role-playing and visualisation. The value of 
role-playing for executive leadership is highlighted by Tatton (2005), who found a 
distinctive disconnection between emotional intelligence knowledge and the practical 
application thereof. The Tatton (2005) study involved the following categories, namely: 
the emotionally intelligent individuals demonstrating high levels of emotional 
knowledge and the application thereof during role-play training.  
Secondly, the emotionally intuitive refers to those with lower levels of emotional 
knowledge, but high application thereof. Thirdly, the emotionally negligent individuals 
with high knowledge, who are unable to demonstrate emotional cues. Fourthly, the 
emotionally manipulative individuals with high knowledge and application value, who 
use their knowledge to enhance their own position by degrading others. Finally, the 
emotionally unintelligent individuals with both low emotional knowledge and 
application experience who could be identified and retrained (Tatton, 2005).  
The value of the simulated training is that participants can review or repeat the same 
training – until such time as they have mastered the art of using emotional intelligence 
(Tatton, 2005). Morgan et al. (2004) are in agreement on the value thereof; and argues 
that role-play in engineering studies enhances a deeper understanding of the complex 
conflicting perspectives in the engineering profession. 
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Role-play training (Johansen, 2009:62) enables learners to forecast and engage in 
different settings, based on real-world situations. Artifacts are used to re-enact a 
physical scenario; while digital stories create visual scenarios “that can bring aspects 
to life during a presentation” (Johansen, 2009:62). The practical issue of the balance 
between theory and knowledge acquired through role-play and simulation training is 
presented in Figure 4.12. The “real-life” simulated experience expands the scope of 
exposure exponentially, as indicated by the dotted-line area in Figure 4.14. 
Figure 4.14: The practical value of balance between theory and knowledge 
acquired through role-play and simulation training 
 
Source: Alinier (2013:53) 
Mentoring, reverse mentoring, or shadowing (Johansen, 2009:62) occurs when 
learners are placed “in the shoes of others” in a controlled training environment. In 
Europe, this is generally known as “secondment” training. Secondment is a powerful 
leadership-training tool especially in terms of cross-cultural and diversity training, or 
gender-based leadership orientation, where male leaders are expected to take on the 
role of a woman (Johansen, 2009:62).  
Role-play training is based on ad hoc immersive experiences (Johansen, 2009:62), 
which are similar to simulations, but are based on real-life exposure, such as executive 
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leaders cleaning hotel rooms or popular television series, such as “UK undercover 
boss”, where leaders work undercover. The goal is to experience first-hand different 
life conditions. Johansen (2009:62) claims that various body suits can be used to add 
weight, and to simulate discomfort for leaders the experience of being overweight, 
pregnant or having a disability. In terms of business executive training, the goal of the 
training exercise should be to put the executive leader in the shoes of the clients, in 
order to understand clients’ needs and difficulties (Johansen, 2009:62). 
Theatrical improvisation (Johansen, 2009:62) involves actors performing a specific 
screenplay, based on organisational circumstances; while the learners (executive 
leaders) observe. Johansen refers to a consumer’s behaviour play which was initiated 
by the Cambridge Business School for executive leadership. According to Johansen 
(2009:63), the theatrical play using “actors was a more realistic demonstration than 
giving a presentation”. According to Stout-Rostron (2014:233), various international 
academic institutions make use of theatrical plays to “develop holistic authentic 
leaders”. Rittenberg (Stout-Rostron, 2014:233) is a well-known accredited master 
coach, who, for the last 20 years, coached various Fortune 500 executive leaders by 
means of theatrical practices. 
4.6.3.3 Inter-active training based on case-study analysis 
The case-study analysis (Johansen, 2009:63) approach is popular among Business 
Schools, as a learning method. The learners become involved, when a real-world 
situation is described in an engaging manner. An example of the case-study analysis 
method involving various law enforcement agencies, which were trained at FLETC 
occurred in November 1994. The case analysis involved the cult leader, David Koresh, 
from Waco Texas and the mass suicide of his followers. The aim of the international 
joint training intervention was to train law-enforcement officers and leaders in an 
attempt to prevent similar incidents from occurring (Els et al., 1994).  
Stout-Rostron (2014:79) advocates emotional intelligence training to include powerful 
thinking patterns to realise the importance of emotional literacy, which could be 
presented, based on case-study analysis. The consequence of denying emotions can 
result in the denial of learning (Kline, 2011). In line with the FLETC training session, 
Stout-Rostron (2010:79) notes two significant sources of learning in terms of past 
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experiences and relational leadership with others. The link to emotionality is how 
experiences are interpreted; and this influences the development of confidence and 
self-esteem (Stout-Rostron, 2010:79). 
4.6.4 Global classroom 
Hannum et al. (2007:177) highlight the success potential of using a “virtual classroom”, 
also known as a “global classroom”. The global classroom is of particular relevance 
for this study, bearing in mind the afore-mentioned “time availability” problem for 
executive leaders to attend and undergo training. 
Hannum et al. (2007:177) refer to the American Evaluation Association/Duquesne 
University Graduate Education Diversity Internship Program (AEA/DU) leadership 
development programme for future leaders. The programme involves providing 
practical, hands-on evaluation exposure, linking interns with a facilitating mentor and 
an academic advisor. The programme also consists of a feedback system, based on 
embedded communication that uses a virtual classroom and internet web-sites, online 
reflective journaling, and interactive communication processes. Hannum et al. 
(2007:177) describe the use of the global classroom training, including the 
developmental experiences and relationships, together with any embedded interactive 
feedback system, as “one of the most commonly used strategies to develop effective 
leadership” (Busch, 2003; Campbell, Dardis, & Campbell, 2003; Howe & Stubbs, 2001; 
Washington, Erickson, & Ditomassi, 2004). 
In the context of this study, Hannum et al. (2007:177) note that "leadership 
competencies are best developed over time through a programme that fosters the 
personalised integration of theory and practice and that conceives of leadership 
development, as a recursive and reflective process”. The global classroom concept 
affords the opportunity to integrate theory and practice by using technology-based 
training, as discussed in the following case analyses (Lantis &DuPlaga, 2010). 
4.6.4.1 The Moldova global-classroom project 
The Moldova project is relevant to this study, based on the potential of using the global 
classroom approach for executive leadership training, providing insight on how a 
similar approach could best be used in attaining the goals of the 2015 Post United 
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Nations Report (Kamau & Donoghue, 2015). The particular area of focus concerns 
enhancing knowledge transfer, education and human development. The second area 
of relevance concerns human tracking, as a core concern of human rights violations 
and human development. This is at the centre of the Moldova project, which is a core 
executive social responsibility of leaders in the broader sense.   
McLauchlan and Suveica (2012:2) explain the success of a collaborative institutional 
teaching between participants at the University of South Florida St. Petersburg and 
Moldova State University on the issue of human trafficking, based on the concept of 
the global classroom. The teaching strategy involves the participants of different 
“cultures, countries and languages, as well as global community partners, such as 
NGOs, Peace Corp Volunteers, local law enforcement, student organisations, and 
governmental agencies – in both Moldova and the United States”.  
The joint project entailed a Skype video-conference, which took place over a ten-week 
period with six training sessions. The interactive training hosted guest speakers from 
Moldova ((NGOs and Peace Corps Volunteers) and guest speakers from Tampa Bay 
(non-profits, prosecutors, law enforcement officials). In between formal Skype 
sessions, the bulk of the work among the participants was conducted by using various 
technology-based applications, such as “Skype, e-mail, Facebook and Drop box”. 
In line with this study’s notion of executive leadership development and becoming 
global citizens, the goals of the Moldova global classroom could provide vital lessons 
(McLauchlan & Suveica, 2012:3). The Moldova global classroom was facilitated on-
line, creating connectivity beyond physical borders. Cultural intelligence, an 
independent variable of this study, was enhanced by communication across borders; 
and relationships were established that were induced by the common factor of human 
trafficking. Furthermore, cultural awareness was enhanced by the overcoming of 
stereotypes of integrating academic and non-academic co-operation and involving the 
under-privileged and privileged on global social issues.  
The practical advantages further included motivating the participants to civilly engage 
in preventing and solving social issues of global society’s encounters, by fostering 
intercultural understanding through learning and communication. The findings of the 
Moldova project, furthermore, could provide solutions for not only executive leadership 
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development, but also for human development on the African continent. According to 
McLauchlan and Suveica (2012:3), the participants became “on-line cultural 
ambassadors” for their countries; and they were exposed to study social issues 
influenced by local, regional and global trends. The participants were encouraged to 
solve community issues and to assist in transforming State policies. 
Human trafficking, a global crime that affects the lives of men, women and children, 
described as a “multi-billion-dollar modern slavery industry” was put in the spotlight 
through the global classroom initiative (McLauchlan & Suveica, 2012:4). The global 
classroom involved the following processes and stakeholders (McLauchlan & Suveica, 
2012:4). The enormity of the Moldova human trafficking project, which was simplified 
and successfully entertained by means of global classroom, using Skype video-
conferencing was demonstrated in how the project was co-ordinated. According to 
McLauchlan and Suveica (2012:3), the participants were divided into groups from 
different universities, in order to jointly research a specific area of focus, and to develop 
a deeper understanding of a single issue. The findings were then presented via a joint 
video-conference (McLauchlan & Suveica, 2012:5).  
A further point of relevance between the Moldova project and this study concerns the 
previously mentioned international training of Malawian and Zambian police 
leadership training during January 2016. The joint international training specifically 
focused on the human trafficking of young women in Africa, as well as Albino body-
parts crimes (Jones & Els, 2016).  
According to McLauchlan and Suveica (2012:5), the core success factor of the 
Moldova project was “the individual and group communication that facilitated the 
research”. It should also be noted that brainstorming was used in the initial stages of 
the project. The use of a brainstorming technique is in line with the afore-mentioned 
notion of the Oxford Economics’ (2012) global study that identified the ability to use 
brainstorming techniques, as a top executive leadership skill. 
In a response to what global citizenship entails, the participants of the Moldova project 
identified awareness and respect to cultural diversity and concerns of factors affecting 
the international community and foreign affairs as the key aspects (McLauchlan & 
Suveica, 2012:8). 
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Although McLauchlan and Suveica (2012:8) provide a detailed account of the Moldova 
global classroom experience, the findings failed to report the exact number of role-
players and the cost estimate in hosting the global classroom. The number of role-
players involved researching such a multifaceted and complex phenomenon over a 
ten-week period, which would have contextualised the value of using the global 
classroom, opposed to the cost of hosting all the role-players at one venue over the 
same period of ten weeks. An analysis of the cost estimates and the associated 
savings between the mentioned scenarios would have strengthened this study’s notion 
of using technology-based solutions for human and executive leadership 
development.  
4.7 TECHNOLOGY-BASED LEADERSHIP DEVELOPMENT 
This section deals with the training challenges for executive leadership development 
on the African continent – including emerging technology-based alternatives that could 
be used successfully in Africa and South Africa, as has been identified in research 
question number 9. The question of developing future executive leaders and key 
concepts to develop global leaders concludes this section. 
4.7.1 African training challenges 
In line with the concept of Afrocentric leadership, as discussed in Chapter 2, leadership 
development on the African continent has been hampered by a number of factors. In 
search of solutions for developing future leaders, the concept of “knowledgeable 
librarians” since the 1960s – in developing countries globally, came to attention during 
2005, through new initiatives by the International Federation of Library Associations 
(IFLA).  Of the 196 countries globally, 136 (or 69.4%) countries are considered to be 
developing countries. This includes China, with a population of 1.344 billion and India 
with a population of 1.241 billion people. The implication is that 85% of the total world 
population is in urgent need to develop and implement information education, in order 
to advance national development and provide knowledge to train future leaders 
(Abdullahi, Karisddappa, & Sundi, 2014:9,10). 
Based on the lack of infrastructure and leadership development programmes in Africa, 
this section explores the possibility of involving the existing library infrastructure and 
librarians who are passionate about education and books in developing countries, in 
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order to engage in leadership training and development. Abdullahi et al. (2014) sound 
a positive note by implicating four assumptions that could provide a solution for 
leadership development. The solution involves integrating new technology-assisted 
training with existing library infrastructure. Ringel and Jefthas (2013) contend that even 
if the current library infrastructure on the African continent is poorly equipped, the role 
of current passionate educators working in the library systems, is valuable. The 
argument to involve libraries is in line with UNESCO’s commitment of involvement to 
improve “human capital”. During the 2013 IFLA conference in Singapore, global role-
players furthermore, committed to participate in empowering people through library 
systems (Abdullahi et al., 2014). The establishment of the Conference of African 
Libraries (CANL) in 2013, to unite the library systems in 54 African countries, forms 
part of a collective strategy to enhance education and human development on the 
African continent (Ringel & Jefthas, 2013). 
Technology-assisted training in Latin-American library systems played a pivotal role in 
information education with the emergence of new specialised technology-based fields 
of “digital libraries, virtual references, digital preservation, meta-data and web 
applications”. Smith (2012) highlights the value and practical use of new training 
developments, based on technology innovation, which is in line with this study. Within 
the context of human development and the link to integrative leadership technology, 
progress in Latin America in terms of “health informatics” is relevant for the African 
continent. The concept involves the theory, the methodology, and the practice of 
medical information management, including “medical librarianship”. According to 
Cloonan (2008), the curriculum is designed to support the concept that medical 
librarians and medical information managers are “team players in the integrated-
information environments [that are] characteristic of modern medicine”. 
Abdullahi et al. (2014:15), however, identified the key challenges that most developing 
countries encounter in terms of knowledge transfer and developing leaders concerning 
the infrastructure, the availability of qualified trainers, the underutilisation of 
information systems, and the access to information. UNESCO identified four core 
principles to address the challenges of promoting education and an information-
knowledge campaign (Abdullahi et al., 2014) as follows: 
 Freedom of expression in both traditional and New-Age media of the internet; 
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 Access to quality education for all; 
 Respect for cultural and linguistic diversity, and 
 Universal access to information and knowledge. 
Ozioko and Nwabueze (2010:4) suggest that teachers in Nigeria involved with 
Nigerian library schools need to be re-trained; because, based on the empirical 
findings, teachers in Nigeria and other developing countries are lagging behind the 
knowledge society. Abdullahi et al. (2014:15) acknowledge the IFLA efforts for co-
operation for the common good to introduce “scholarly studies, international seminar 
discussions and joint programmes” designed to increase education in developing 
countries. Abdullahi et al. (2014:15) maintain that “education is the life-blood of any 
country; and higher education is the heart”.  
Abdullahi et al. (2014:15) contend that the African reality of embracing technical 
advances in education will be highly challenging, especially with the culture of social 
institutions and libraries. In general, developing countries have failed to embrace 
modern civilization in terms of industrial and information revolution, and to advance 
the knowledge society in terms of the new electronic and digital era. The primary areas 
in urgent need are the following: education, the economy and Information and 
Communication Technology (ICT) (Abdullahi et al., 2014:8).  
Although desktop computers are widely used in most libraries, assisting education 
processes, e-learning and virtual classrooms would require immense efforts (Abdullahi 
et al., 2014:8).  
The status of library infrastructure on the whole of the African continent is poor, 
including West African regional libraries that are based on a colonial legacy with 
French as the official language. UNESCO’s involvement is of particular relevance, 
based on their statement of “education for all is the fore-most priority of UNESCO; 
because education is both a fundamental right and a key to sustainable development 
and peace within and among countries” (Abdullahi et al., 2014). There remain, 
however, two critical challenges: firstly, to re-activate the existing library infrastructure; 
and secondly, to prioritise leadership development against a back drop of poor basic 
information knowledge.  
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4.7.2 The emergence of African technology-based training 
In total contrast to the above-mentioned state of librarian infra-structure in developing 
countries, the concept of “eLearning Africa” is an emerging beacon of hope 
(Stromeyer, 2016). Although the available literature has not produced an explicit 
executive-leadership development focus, the dynamic prosperity and potential of 
technology-assisted training, could largely benefit and make the Post 2015 UN Report 
2030 goal attainment possible (Kamau & Donoghue, 2015). The eLearning Africa’s 
11th international conference on ITC for development, education and training took 
place in Cairo, Egypt from 24 to 26 May 2016.  
Based on the African Union “Vision 2063”, more than 1200 international education and 
technology-based training experts attended the conference to contribute to “a global 
vision of shaping the future of learning”. Also in attendance were various cabinet 
ministers, academics, decision-makers and influential executive leaders representing 
education, business and the various public sectors. The conference was jointly hosted 
by the University of the Basque Country, Madrid Open University and the GUIDE 
Association, which are regarded as the leading institutions of e-learning and 
technology-based education. The conference topics include:  
 Learning Analytics: How to use the data to benefit students, teachers and 
administrators; 
 Games and simulations as new problem-solving tools; 
 Customized learning: A personalised and responsive feedback system, and 
  Creative, collaborative and video-based learning (Stromeyer, 2016). 
The previous eLearning Africa 2015 conference was hosted in Addis Ababa, Ethiopia 
with 1389 international delegates from 68 countries; and 83% of the participants 
represented sub-Saharan Africa. The following summary of the 2015 conference 
should be noted against the background of this study pertaining to leadership 
development and possible future alliance with eLearning Africa (Stromeyer, 2016).  
A total of 249 speakers focused on technology-enhanced learning complemented 
workshops, exhibitions facilitating networking between suppliers and software 
developers. The interactive conference, which was presented in English, French and 
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Arabic screened live demonstrations, debates and informal discussions aimed at 
sharing ideas and new developments (Stromeyer, 2016). 
Prior to the conference, the delegates were afforded the opportunity to attend intensive 
sessions to re-align their technology skills, based on training hosted by prominent 
eLearning practitioners (Stromeyer, 2016). 
4.7.3 South Africa 
During March 2014, the Stellenbosch University in SA, hosted the first of four 
international conferences under the theme “Transforming education through 
technological innovation”. The “Global classroom Sebeka” consisted of an integrated 
approach and collaboration between four universities on four continents. The Sesotho 
term refers to “coming together”. Apart from Stellenbosch University, the universities 
of Guelph in Canada, Malmő University in Sweden and Flinders University in Australia 
participated (Van der Merwe, 2014:44).  
An internet-based platform including live-streaming training sessions in real time on 
the internet, is based on integrative partnerships with Google Hangouts and YouTube. 
The integrative approach forms part of the new future plans, in association with 
Stellenbosch University’s Centre for Learning Technologies. The essence of the 
Sebeka project highlighted the accessibility of knowledge economy, beyond physical 
borders, based on flexible and innovative partnerships (Van der Merwe, 2014:44,45). 
4.8 DEVELOPING THE FUTURE EXECUTIVE LEADERS 
May (2010:46) questions whether e-leadership is a recognised and fully-fledged 
leadership theory.  This section, however, briefly deals with e-leadership, based on 
the success potential, especially in terms of using technology-based training and the 
concept of virtual learning to develop executive leaders. A literature analysis, based 
on the work of May (2010) identified a correlation between the emotional intelligence 
concepts discussed in Chapters 2 and 3 and the central concepts of e-leadership. 
Goldsmith et al. (2003:15) identified 100 success factors concerning global leadership, 
based on past, present and future experiences. The notion of Goldsmith et al. 
(2003:15) of experimental learning ties in with the afore-mentioned notion of Goebel 
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(2013) regarding the “willingness to learn from experience”. Goldsmith et al. (2003:15) 
extracted the key factors from the identified 100 success factors themed “Thinking 
globally to the next generation of global leaders”. These factors are self-confidence, 
striving to achieve personal excellence, demonstrating ethical behaviour, creating and 
communicating a clear vision, treating people with respect and dignity, and 
understanding the impact of globalisation (Goldsmith et al., 2003:15). 
Zaccaro and Bader (2003) highlighted the impact of globalisation and the “exponential 
explosion in communication technology” on leadership development. Following on the 
work of Avolio, Kahai, and Dodge (2000), May (2010:46) defines e-leadership as “a 
social-influence process mediated by AIT (advanced information technology) to 
produce a change in attitudes, feelings, thinking, behaviour and/or performance with 
individuals, groups and/or organisations”. 
Hüsing, Korte, Fonstad, Lanvin, Cattaneo, Kolding, Lifonti and Van Welsum (2013:67) 
argue that there is a growing need for executive leaders, also referred to as “Digital 
Directors”, within the European Community (EU). DasGupta (2011:4) states that e-
leadership involves “real-time information availability, greater knowledge-sharing with 
the stakeholders, and the use of this information and knowledge to build customised 
relationships”. DasGupta (2011:3) posits that leaders are challenged to fully integrate 
“human and information technology systems” for optimum efficacy in organisations. 
The tasks, responsibilities and skills of e-leadership are proposed by the EU final 
report entitled: “Vision, Roadmap and Foresight Scenarios for Europe: 2012-2020” 
(Hüsing et al., 2013:18). The report suggests an integrative processes involving e-
leadership with tasks to combine human and technology-based elements to participate 
in the global environment (Hüsing et al., 2013:12,13). The relevance of identified e-
leadership tasks are in line with emotionally intelligent leadership tasks, as discussed 
throughout this study.  
The tasks and responsibilities involve understanding strategic and practical expertise 
in building human capital. The responsibilities are depicted in Figure 4.15; and they 
are referred to as the “T-shaped portfolio of skills” (Hüsing et al., 2013:12,13). 
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Figure 4.15: The leadership responsibilities of the “T-shaped portfolio of 
skills” 
 
Source: Hüsing et al. (2013:14) 
The key to interpret Figure 4.15 refers to symbol “+” as strategic understanding and 
knowing what is possible, while the symbol “+++” refers to practically understanding 
and knowing how to achieve the possible goal as listed in Figure 4.15 (Hüsing et al., 
2013:14). 
The changing landscape of business leadership in the global context has re-defined 
the nature of traditional working hours and limitations of boundaries. According to 
DasGupta (2011:9), a new breed of global leaders is required, who manifest the 
following qualities: “elasticity, openness to change, and extraordinarily gifted” leaders 
and managers. The essence and strengths of virtual and e-leadership are that talent 
and expertise can be sourced and used without the limitations of practical constraints 
and locations.  
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DasGupta (2011:9,10) points out that virtual teams could assist “global firms to use 
the best talent wherever it is located”.  
Various e-leadership scholars highlight the critical shortages of executive and senior 
e-leaders (Hüsing et al., 2013; DasGupta, 2011). Table 4.9 is included in this study to 
emphasise e-leadership, as an emerging leadership approach, and to emphasise the 
seven recommendations to the EU in terms of developing e-leaders for future 
leadership positions (Hüsing et al., 2013:16,17). The critical element that is 
emphasised in this study concerns creativity and innovation, which form the seven 
parts of the recommendation in the report (Hüsing et al., 2013:16,17). 
Table 4.9: E-Skills vision – Final Report 
  2013 2014 2015 2016-2020 
1 
Engage with broader 
set of stakeholder 
groups to sharpen 
metrics for e-
leadership skills 
Preparation    
 First results   
  Full-scale implementation 
2 
Regularly monitor 
demand and supply of 
e-leadership skills 
Preparation    
 First results   
  Full-scale implementation 
3 
Develop and apply e-
leadership curricula 
guidelines and quality 
labels 
Preparation    
 First results   
  Full-scale implementation 
4 
Create new formats 
and partnerships for 
teaching e-leadership 
skills  
 Preparation   
  
First 
results 
 
   
Full-scale 
implementation 
5 
Align actions to 
develop e-leadership 
skills with efforts to 
foster 
entrepreneurship 
across the EU 
 Preparation   
  
First 
results 
 
   
Full-scale 
implementation 
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  2013 2014 2015 2016-2020 
6 
Foster e-leadership in 
the context of 
entrepreneurship and 
self-employment 
 Preparation   
  
First 
results 
 
   
Full-scale 
implementation 
7 
Build awareness of the 
relevance of e-
leadership skills for 
innovation, 
competitiveness and 
employability 
Preparation    
 First results   
  Full-scale implementation 
Source: Hüsing et al. (2013:17) 
Lastly, the integrative role and the responsibility of e-leaders are indicated in Figure 
4.19, as opposed to previous centralised traditional leadership roles with 
organisations. In interpreting Figure 4.16, the following contextual definitions are 
relevant: (Hüsing et al., 2013:72): 
 Leaders are individuals who “accomplish a goal through the redirection of 
human resources”; 
 E-leaders “accomplish a goal that relies on ICT through the direction of human 
resources and the uses of ICT, e-leaders draw on technology to accomplish 
ICT-enabled objectives”; 
 Entrepreneurs are leaders who create new ventures, and 
 Digital entrepreneurs are leaders who create new ventures that rely on ICT – 
for example for operations and/or for products and services. 
The types of responsibilities of e-leaders can vary between technology-focused or 
leadership-focused tasks. Hüsing et al. (2013:72) identify a number of types of 
leadership roles, describing the activities of e-leadership. In the context of this study, 
global sourcing management that includes identifying and recruiting human potential, 
based on emotional literacy, solution development and enterprise architecture, are 
deemed relevant amongst the set of identified e-leadership activities (Hüsing et al., 
2013:72). The pinnacle relevance of e-leadership to this study, however, is the fact 
that e-leadership is without boundaries; it could therefore create new executive 
coaching opportunities to develop and train executive leaders around the globe by 
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using technology-based training. Figure 4.16 illustrates the e-leadership role using ITC 
as an effective leadership tool. The underlying fact is that e-leadership enables leaders 
to perform their responsibilities without having to be on the site. 
Figure 4.16: The role of eLeadership illustrating the use of ICT 
 
Source: Hüsing et al. (2013:72) 
4.9 CONCLUDING KEY CONCEPTS FOR GLOBAL LEADERSHIP 
DEVELOPMENT 
Amidst a wide variety of literature-based leadership training concepts and approaches, 
Nohria and Khurana’s (2010) notion of contemporary leadership development can be 
summarised via four major themes. Firstly, based on a meta-analysis of Reichard and 
Avolio (2005), Nohria and Khurana (2010) identified high-impact leadership 
development skills, such as listening skills, analytical thinking, positivity and “future 
perspective-taking capacities” as core themes. Secondly, other empirical findings 
include an event-driven strategy to develop authentic leadership based on self-
awareness and self-leadership. Thirdly, in line with this study, Nohria and Khurana 
(2010:759) have proposed a cyclical approach, which is not “lock-step fashion” or 
turnkey ready; but it is designed specifically, according to leadership needs. The 
cyclical motion is opposed to the current leadership programmes that are linear-based.  
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The cyclical approach is in line with the afore-mentioned Passmore’s notion of the 
“upward-spiral approach” of leadership development. Fourthly, Nohria and Khurana 
(2010:760) proposed a set of “micro-interventions” for leadership development to 
enhance transparency between leaders and followers. Various triggers activate a 
development intervention, which is based on “on-line materials, stories, cases and 
measurement tools”. Acutely in line with the afore-mentioned technology-based 
training and the use of mobile technology, Nohria and Khurana (2010:760) contend 
that face-to-face” and follow-up training could occur via mobile technology, “such as 
cellphones”, which act as “booster events” to enhance reflective learning and training.  
Also in line with the afore-mentioned training strategies is the notion of Nohria and 
Khurana (2010:760) regarding the use of technology to accelerate leadership 
development, and to enhance “authentic leadership and positive psychological 
capital”.  
The core principle of the new paradigm of leadership development is to establish a 
psychological capital (Psycap) characterised by mutual enhancement and 
development between leaders and followers. The essence of the Psycap strategy is 
to positively enhance mutual human motivation and performance (Nohria & Khurana, 
2010:760). According to Nohria and Khurana (2010:760), the key concept “above all 
else that triggers the most positive development in leadership” across the globe 
involves the discipline needed to accelerate the development of authentic leadership. 
The discipline refers to the requirement to integrate leadership science with 
evidenced-based leadership programmes and approaches. Nohria and Khurana 
(2010:760) summarised a notion that provides an empirical base for this study that 
binds all the proposed elements of emotional intelligence-based executive leadership 
together. 
4.10 SUMMARY 
Executive leaders are exposed to unique challenges, for which leaders are seldom 
fully qualified or trained. The vast number of leadership failures serve as examples, 
are testimony of the need for training and coaching of executive leaders. Based on the 
emotional intelligence and leadership literature, emotional intelligence-based training 
is best suited to equip executive leaders in a changing global environment. In terms of 
human development, the Unilever case study remains a classic example of the role 
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and impact that an emotionally mature executive can play. The challenge, however, is 
the training and development of executives to participate and take ownership of the 
proposed leadership approach towards Corporate Social Responsibility (CSR) 
(Sumner & Tribe, 2008:760; Matten & Moon, 2005; McWilliams & Siegel, 2001; Pava 
& Krausz, 1996). 
The biggest challenge for executive leadership development is the time constraints, 
due to the multi-faceted responsibilities and the stakeholders’ expectations. 
Technology-based training, as discussed in this chapter, however, offers unlimited 
access to training solutions without executives having to leave their offices. The value 
of executive one-on-one coaching further makes executive training accessible. 
Another key challenge is executive leader’s willingness to commit to training, which is 
often influenced by seniority and senior positions held, and the leaders having to admit 
their shortfalls. Admitting shortcomings and accepting assistance is a key element of 
emotionally mature leadership, as discussed in Chapter 3. The notion of self-
leadership, based on emotional intelligence, is however, perfectly positioned for 
executive leaders to engage and commit to training without degrading themselves in 
the eyes of their employees.  
The roles of executive and professional coaches can play a significant part in 
protecting an executive leader and encouraging participation in the various training 
initiatives.  
In terms of expediting leadership development, especially on the African continent, the 
concept of e-leadership might be the solution to training and developing executive 
leaders. Moore and Rybeck (2015) argue that 21st century leaders require a holistic 
approach, which includes the need to:          
Integrate a common vision and build successful scale across multiple lines of 
business; leaders must rely on their teams’ capabilities for spanning networks, 
collecting information, tapping experience, and sharing intelligence; leaders will 
need to go beyond their individual skills, to build the relationships, team 
effectiveness, and transparency that enables shared ownership and 
accountability.  
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Nohria and Khurana (2010:740) conclude that up-to-date leadership development in 
most businesses and organisations globally has occurred by “accident, by luck and 
happenstance”. Nohria and Khurana (2010:740) further contend that current 
leadership development is a process of “masquerading” that requires a new approach. 
The solution for developing executive leaders is an integrative developmental journey, 
based on a “reverse telescope effect” to identify what constitutes the range and depth 
of “good” and effective executive leadership. Nohria and Khurana’s (2010:740) 
solution for future leaders is to train and develop “practitioner-scientists” integrating 
the science of leadership and the practical application thereof. The essence, as argued 
above in terms of creativity training, according to Nohria and Khurana (2010:740), is 
not to train executive leaders to become scientists or technical experts. The core focus 
is to train and develop leaders to understand how to apply the disciplines, and when 
to know which suggestions are “evidenced-based” (Nohria & Khurana, 2010:740). This 
chapter has, therefore, attempted to bridge the gap between science, theory and 
practical application, from which individualised training curricula and approaches can 
be implemented that are unique to an executive leader’s profile and circumstances 
(Silberman, 2015). 
Chapter 5 introduces and proposes a conceptual theoretical training model, based on 
the literature review of human development, executive leadership and the training and 
development of executives, as discussed in Chapters 2, 3 and 4. The conceptual 
model is based on the two dependent variables of human development and the 
perceived success of emotional intelligence training, along with the ten identified 
independent variables. 
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CHAPTER 5 
A THEORETICAL MODEL OF EMOTIONAL INTELLIGENCE TRAINING 
FOR EXECUTIVE LEADERSHIP IN SOUTH AFRICA 
“To lead people, walk beside them. As for the best leaders, the people do not notice their existence; 
the next best, the people honour and praise, the next, the people fear, the next, the people hate. 
When the best leader’s work is done, the people say, ‘We did it ourselves.’” 
Lao Tzu, Philospher of ancient China (Pretorius, 2013:138) 
5.1 INTRODUCTION 
The overarching three-tier nexus in this study involves emotional intelligence, 
executive leadership and human development. The global leadership crises and 
human development challenges were introduced in Chapters 1 and 2. The factors that 
were identified from the literature that influence the dependent variables of Human 
Development and the perceived success of Emotional Intelligence training – for 
executive leadership, to enhance human development – were discussed in the 
previous chapters. The identified factors include Leadership Development, Change 
Management, Skills Development, Wisdom, Values Alignment, Spiritual Intelligence, 
Outside Advice, Emotional Intelligence, Cultural Intelligence and Succession 
Planning.   
In this chapter, the theoretical model is formulated; and the identified variables that 
influence human development and the perceived success of emotional intelligence 
training will be hypothesised and discussed. These factors were identified from 
secondary sources in the fields of Human Development, Leadership and Emotional 
Intelligence. The relationships between the variables are based on the discussion of 
the factors; and they form part of this chapter. 
5.2 THE THEORETICAL MODEL  
The first phase in SEM is the development of a theoretical model, based on theory 
(Hoyle, 2012; Hair et al., 1998:592). According to Cooper and Schindler (2011:55), the 
success of research is based on the clarity and the conceptualisation of how well 
others understand the concepts that were used to develop the theoretical model.  This 
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study also makes use of various figures and tables, based on Cooper and Schindler’s 
(2011:55) notion of visual presentation, in order to conceptualise the underlying factors 
and relationships. Conceptualisation refers to the clarification and analysis of primary 
concepts in a study, including how the findings are integrated into the body of existing 
theory and research. The essence of conceptualisation involves redefining an abstract 
construct in a clear unambiguous theoretical definition and framework (Neuman 
2014:205). Collis and Hussey (2014:63) describe the process of developing a 
theoretical framework based on the literature linking the dependent and independent 
variables, research questions and hypothesis. This study is based on a positivistic 
approach – in an attempt to develop and test theories and models (Collis & Hussey, 
2014:77). The following section deals with the formulation of the hypotheses, involving 
a formal statement of an unproven proposition that is empirically testable. Empirical 
testing comprises the examination of the hypothesis against reality, by using the data 
(Zikmund et al., 2013:41).  
The hypotheses are then operationalised, in order to measure and test the tentative 
relational statements concerning the relationship between two or more variables 
(Cooper & Schindler, 2011:211).   
The research problem in Chapter 1 was stated as:  Based on the multi-dimensional 
and complex nature of developing emotionally mature executive leaders, 
leadership development facilitators face the problem of identifying the factors 
that positively or negatively influence the perceived success of emotional 
intelligence training for sustained executive-leadership development in South 
Africa. 
The dependent variables in the proposed emotional intelligence training model are 
human development and the perceived success of emotional intelligence training for 
executive-leadership development in South Africa. The proposed conceptual model is 
presented in Figure 5.1. 
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Figure 5.1: Proposed theoretical model 
 
Source: Researcher’s own construction (2016) 
The factors that influence the dependent variables of human development and the 
perceived success of emotional training were selected on the basis of the challenges 
facing human development and executive-leadership development (Kamau & 
Donoghue, 2015:3; Ostrand, 2015). In South Africa, executive leaders are challenged 
with major human development challenges, which were taken into consideration in the 
selection of the variables (Gill, 2012:114). Both the dependent variables are multi-
dimensional; and they require new approaches because of globalisation (Gutiérrez, 
2015; Sama & Shoaf, 2008). Globally, executive leaders are expected to participate in 
collective partnerships, in addition to entrepreneurial acumen and business 
285 
responsibilities, in order to enhance human development (Van der Heijden & Bouyé, 
2015; Gitsham et al., 2012:30).  
Various examples are available of executive leaders participating in addition to their 
business involvement and duties in Corporate Social Responsibilities (CSR) and 
activities to enhance human development (Gitsham et al., 2012:30; Pearce & Manze, 
2011:565). The scope of global leaders is thus extended in a boundary-less collective 
responsibility to enhance human development in developed and less-developed 
countries (Van der Heijden & Bouyé, 2015). 
Along with mounting human development challenges, various scholars argue that 
global leadership is in a crisis. The increasing numbers of global leadership failures 
are highlighted by renewed calls for integrative-executive leadership, based on 
emotional intelligence and authenticity (Bunker et al., 2010:4). Time constraints, 
funding and the fast-changing landscape of leadership are identified as major 
obstacles for executive leaders to participate in leadership training and development 
programmes (Armstrong & Page, 2015).  
Executive leaders are further pressurised by the stakeholders to increase performance 
and productivity amidst a declining economy (The Global Refugee Crisis report to the 
G20 Summit, 2015). Apart from new technology-based training initiatives, two 
dependent variables and ten independent variables were identified for the theoretical 
model – as a solution to accelerate executive-leadership development (Moore & 
Rybeck, 2015). The identified two dependent variables and independent variables 
were furthermore selected to empower and develop executive leaders via training as 
the solution for the increasing demands of globalisation and the subsequent 
expectations.  
The theoretical model proposes the two dependent variables as being Human 
Development and the perceived success of Emotional Intelligence training. The 
independent variables were identified as Leadership Development, Change 
Management, Skills Development, Wisdom, Values Alignment, Spiritual Intelligence, 
Outside Advice, Emotional Intelligence, Cultural Intelligence and Succession 
Planning.  Each of the components is hypothesised to relate to the measures of 
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influence and the success of human development, as well as the perceived success 
of emotional intelligence training for executive leadership development. 
5.3 KEY CONCEPTS IN THE PROPOSED THEORETICAL MODEL 
Neuman (2014:186) cautions against potential errors in the causal interpretation that 
is not well-grounded in theory, and has limited empirical support. A common problem 
during the initial stages of a research is that of tautology, suggesting that the causal 
(independent variable) and the result (dependent variable) are identical (Neuman, 
2014:186). Afore-mentioned conceptualisation and operationalisation processes 
require the key concepts to be well-grounded in the literature, and that the hypotheses 
are clearly defined (Zikmund et al., 2013). Another key requirement of SEM is that the 
structural relations between the independent and the dependent variables should be 
theoretically justified (Hair et al., 2010:188; Kline, 2011:358).  
To further comply with above-mentioned criterion, the identified variables were 
confirmed by using multiple secondary sources for each variable. An attempt was also 
made to use the most recent available literature, in line with Babbie’s (2016: 
22,81,70,148,168 and188) notion of using the most recent studies and the empirical 
findings. Based on the above requirements, the key concepts, the identified variables 
and the associated hypotheses are to be individually discussed in this section. 
5.3.1 Dependent variable: Human Development 
Human development is multi-dimensional; and it requires a holistic approach to 
understand the integrative and interconnectedness of all its various components 
(Adelzadeh & Ohiorhenuan, 2003:2). The UNDP 2015 (2015:2) report differs from that 
of previous years, in that a broader approach that serves as a process and outcome 
to enhance human development as an objective has been adopted. Two primary 
measurement instruments were used to compile the report, namely: the UDI and the 
Multi-dimensional Poverty Index, along with other indices to measure any inequalities 
(UNDP, 2015:3).  
Apart from measuring the non-income dimensions of poverty, the inequalities between 
female and male values, the status of each item was also measured (UNHD, 2015:3). 
Gender-based leadership is discussed in this study, which has also been identified as 
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one of sixteen human development priorities (Adendorff & Collier, 2015). Various 
human development challenges place a great emphasis on the global and executive 
leaders – on how to address and manage the challenges. Spiralling global conflict, 
violent extremism and the various sporadic acts of terrorism contribute to the 
increasing humanitarian crises (Kamau & Donoghue, 2015:3).  
Other challenges include inequalities, environmental issues, biodiversity and wildlife 
protection (Kamau & Donoghue, 2015; UNDP, 2015:3).  
The global migration and displaced community crises highlight the need for sound and 
problem-solving oriented executive leadership (Ostrand, 2015). The migration crises 
further affect local economies and present infra-structural challenges against the 
backdrop of a global declining economy and unstable political climate (Burrow & 
Visentini, 2016). The deeply rooted refugee crises affecting human development and 
global leader’s responses are highlighted in a special briefing during 2016 by the 
International Trade Union Confederation (ITUC) (Mbigi, 2005).  
The special briefing maintains that the “Governments have failed to deal with waves 
of economic migration from Latin America, Asia and Africa. They have failed to deal 
with asylum seekers fleeing conflict and oppression; and now a new wave of refugees 
from the war in Syria is exposing the deep fault lines between nations” (Burrow & 
Visentini, 2016). In South Africa, increased levels of xenophobia and clashes between 
migrants and local communities place human development and executive leadership 
in the spotlight (Tromp et al., 2015:1).  
Executive leaders are challenged to implement solutions against a global demand that 
values human life “over fear and xenophobia” (Ostrand, 2015). Global leaders are thus 
forced to accommodate increasing numbers of migrants – rather than to fight or deny 
entrance to countries, placing immense pressure on global leadership responsibilities 
(Burrow & Visentini, 2016). 
Against the above-mentioned background, it is argued that global leadership is in a 
crisis (Burrow & Visentini, 2016; Cann, 2015). According to Reno (2011:10), executive 
leaders are ill-equipped to deal with the demands and challenges of globalisation, 
which include human development problems. In SA, the continuous cases of executive 
leadership failures dominate the leadership domain. Mass mobilisation, protest 
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marches and the frequent disruption of parliament sessions are symptoms of 
increasing dissatisfaction with executive leadership (Demian, 2015; Institute for 
Security Studies (ISS) 2009).  
The link between human development, executive leadership and emotional 
intelligence has been extensively discussed in the previous chapters. Above and 
beyond the executive-leadership responsibilities in SA, the Post-2015 Human 
Development Report (Kamau & Donoghue, 2015) further emphasises the critical need 
for global leaders to participate in achieving the 2030 goals.  
Vrbensky’s (2014:3) definition of human development, as a development pattern that 
puts people’s wellbeing as its ultimate objective, was selected for this study. The 
definition provides a positive framework for the theoretical model of this study by 
connecting human development with emotionally intelligent executive leadership. 
Barak and Hacker (2012:vii) further emphasise the three-tier nexus of this study by 
linking human development to “basic human functional capabilities, axiological 
categories, dimensions of wellbeing, universal human values, quality-of-life domains, 
universal psychological needs and basic needs”.  
The psychological needs and the dimensions of well-being are key elements of 
emotional intelligence (Scotten, 1996). The binding factor and the key criterion to link 
human development and emotional intelligence is, however, proposed by Bunker et 
al. (2010:121), who claimed that the: 
…missing ingredient in leadership has many names and descriptions, such as 
authentic leadership (Luthans & Avolio, 2003), quiet leadership (Badaracco, 
2002), humble leadership (Collins, 2001), and connective leadership (Lipman-
Blumen, 1996) – all focusing on a type of relational competence commonly 
called emotional or, more recently, social intelligence (Goleman et al., 2002; 
Goleman, 2006). 
The above-mentioned line of thought is prevalent in various authoritative scholars’ 
work, arguing that global leadership requires “a new set of competencies, blended with 
the wholeness of emotional experiences” (Bunker et al., 2010:4; Goldsmith et al., 
2003; Goleman 2003, 2006; Goleman et al., 2002). 
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Based on the empirical evidence presented in this study, the following hypothesis have 
been formulated: 
H21: There is a positive relationship between Human Development and the Perceived 
Success of Emotional Intelligence Training for executive-leadership 
development. 
5.3.2 Dependent variable: Perceived success of emotional intelligence 
training of executive leadership in SA  
The urgency to develop emotionally competent and mature leaders is highlighted by 
the Outlook Global Agenda 2015, where the lack of leadership scored third place 
among 10 global challenges (Shahid, 2015). The Global Action Plan of 2030 adopted 
by the Post-United Nations Human Development Report (Kamau & Donoghue, 2015) 
calls for competent and emotionally mature executive leaders’ total commitment and 
involvement. An empirical survey conducted by the World Economic Forum prioritised 
training, coaching and mentoring, as being the best ways to develop future leaders 
(Shahid, 2015).  
African respondents expressed the need to involve more youth in leadership-
development programmes (Dashti, 2015). Kiel et al. (2009:102) forecast that it could 
take a lifetime to improve one’s emotional intelligence competencies. Various 
empirical studies found that emotional intelligence can be taught in executive 
leadership programmes (Görgens-Ekermans et al., 2015:6).  
Empirical studies of emotional intelligence-based training and organisational 
successes in the private and public leadership sectors have been presented in 
previous chapters (Hernez-Broome & Boyce, 2010:199; Goleman. 2004). The above-
mentioned empirical studies are significant for this study – given the high volume of 
executive leadership failures in SA. The positive relationship between emotional 
intelligence training, neuroscience and neuro-leadership paves the way for executive 
leaders to participate in emotional intelligence-training interventions.  
The relationship based on empirical evidence between emotional intelligence and 
physical health and wellbeing of executive leaders is significant for leadership 
sustainability (Prins et al., 2011:25; Bradberry & Greaves, 2005:51; Stout-Rostron, 
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2014:131). Various scholars, however, emphasise the role of executive coaching in 
training executives, as being about health issues and the importance of balance. 
Hughes et al. (2005) identified 15-core emotional intelligence competencies central to 
effective leadership. The majority of the competencies are often neglected in 
leadership-development programmes; and they consequently require personal 
coaching. 
Fiedler (1996:243) found that the majority of leadership-training programmes are 
empirically “untested” and of “uncertain value”. This finding correlates with another 
finding that leadership development in tertiary business schools has been ineffectual 
in holistically developing leaders (Pfeffer & Fong, 2002).   
In support, Darling-Hammond et al. (2007) claim that leadership training and 
development are characterised by continuous debate with limited empirical research. 
Various cases studies, however, highlight the significance and value of emotional 
intelligence. House et al. (2014:308) identified that under-performing Greek CEOs 
were autonomous and self-centred, and consequently mainly unsuccessful. The 
underperforming Greek CEOs were autonomous leaders characterised by extreme 
self-confidence, working in isolation and focused on their own abilities, while excluding 
the participation of others (House et al., 2014:79).  
Successful Greek CEOs scored higher ratings than under-performing CEOs in terms 
of behavioural aspects, such as attributes described as “visionary, inspirational, self-
sacrificial, integrity, decisive, performance-oriented, team integrator, participative, and 
humane orientation” (House et al., 2014:79). The identified behavioural aspects of 
successful Greek CEOs are also the key elements closely associated with emotional 
intelligence (Hughes et al., 2005:2–36).  
Stout-Rostron (2014:244) highlights the relationship between emotional intelligence 
executive coaching and the successful expansion of businesses by MBA graduate, 
Broadbent. After completing a 360-degree evaluation, Broadbent underwent self-
awareness and self-management coaching. According to Stout-Rostron (2014:244), 
the emotional intelligence based executive coaching greatly contributed to 
Broadbent’s success in establishing a consultancy business with a presence in four 
countries. Another contributing success factor is related to neuro-leadership training 
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sessions and improving Broadbent’s perspective of compassion, and how to deal with 
people (Stout-Rostron, 2014:244).  
A study involving 200 global leaders identified ten key-coaching topics necessary for 
executive leadership development (Crandell, 2015). The ten topics correlate with the 
central themes identified and discussed in previous chapters, relating to integrative 
emotional intelligence leadership models. The models include those of Hatala 
(2008:2), Passmore (2010:36) and leadership approaches, such as servant leadership 
(Peltier, 2010:26), authentic leadership (Stout-Rostron, 2014:32) and especially, 
shared leadership (Fernandez et al., 2010:309; Goldsmith et al., 2003:110). The ten 
topics include: self-awareness, interpersonal relationships, communication skills, 
motivation, effective team leadership, strategic and analytical thinking, decision- 
making, empowerment and the mentoring of others (Moore & Rybeck, 2015). 
The empirical findings of Moore and Rybeck (2015) relating to key emotional 
intelligence skills to prevent the derailment of executive leadership, further support 
and provide evidence of the perceived success of emotional intelligence training.  
The following hypothesis has been formulated, based on the empirical evidence 
presented in this study: 
H21: There is a positive relationship between Human Development and the Perceived 
Success of Emotional Intelligence Training. 
5.3.3 Independent variable: Leadership 
Maxwell (1998:iv) claims that “everything rises and falls with leadership”. The role of 
leadership, and more specifically executive leadership, is a thread throughout this 
study; and it is regarded as the key factor to successfully achieve the 2030 human 
development goals (Kamau & Donoghue, 2015). The devastating consequences on 
global economies, as a result of corrupt leadership and poor ineffective executive 
leadership have been already discussed in previous chapters. By and Burnes 
(2013:150) are critical of studies that lack empirical depth; and they rather focus on 
“overtly positive” and unrealistic “flattering” of leaders. Leaders are seldom held 
accountable for their lack of skills, poor decisions, lack of values and inadequate moral 
standards (By & Burnes, 2013:150).  
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The scope and opportunity for leadership development is highlighted by Daft’s 
(2015:21) notion that executive leaders lack a proficiency in “soft human skills” rather 
than technical or other skills, based on the empirical findings in a multi-country study. 
Examples of executive leadership failures negatively impacting on global businesses 
include the cases of Enron, GM, and Marsh & McLennan Cos, highlighting the need 
for authentic moral executive leadership (Daft, 2008:8; Francis & Zuckerman, 2004; 
Gullapalli, 2005).  
Executive leadership failures in South Africa have been highlighted throughout this 
study.  Although the downgrading of the SA economy to “above-junk status” is a 
complex and economy-driven process, Fitch’s (Knee, 2014) view is that ongoing 
labour unrest and key executive ministerial appointments and associated 
shortcomings, have enhanced “downside risks” (Knee, 2014). The low rating of the 
South African economy during 2016 by Standard and Poor (Peyper, 2016), Moody’s 
Investors’ Service and Fitch Ratings (Knee, 2014) is partly as a result of ineffective 
executive leadership practices affecting the economy and service delivery. 
Contributing factors include the Constitutional court ruling that President Zuma must 
repay the money for improvements made to the Nkandla residence (Legalbrief, 2016; 
Marrian, 2016; Corruption Watch, 2014).  
Other contributing factors include allegations of “State-capture” by the Gupta family 
being closely related to President Zuma, four consecutive National Police 
Commissioners being dismissed, and various examples of qualification-fraud cases 
involving high-profile executive leaders in SA (Steenkamp & Prince, 2012:1; 
Tamukamoyo, 2013:15-16; Govender, 2013:94; Tromp et al., 2015:1).  
The ongoing mass mobilisation protests, the Marikana police massacre and the 
disruption of the SA Parliament (Gqirana, 2016; Premhid, 2015:1; Nombembe & 
Shoba, 2015:2) correlate with Maxwell’s notion of “everything rises and falls with 
leadership”. Indications are that faith and trust in executive SA leaders are at an all-
time low. The displacement of 26 987 scholars in the Limpopo Province following 
schools being burnt and destroyed (De Kock, 2016:4); 29 senior Nelson Mandela Bay 
municipal leaders being dismissed on account of corruption (Wagner et al., 2016:4); 
and EFF members of parliament being forcefully removed (Ndenze, 2016:4) are some 
of the challenges facing executive leadership in SA.  
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The 26 987 displaced scholars not being able to attend school is directly linked to the 
Post-2015 UN Report (Van der Heijden & Bouyé, 2015) under the category “human 
dignity and health and quality education”. The example of 29 dismissed senior leaders 
on corruption charges relates to the issue of ethical and moral leadership being directly 
linked to the key elements of emotional intelligence (Rowe & Guerrero, 2011:289).  
Sama and Shoaf (2008) contend that moral leadership at executive level enhances 
corporate culture and provides moral direction in societies and world economies. The 
success of various gender-based executive leaders globally, including in Uganda and 
SA, that are inspired and empirically grounded in the emotional intelligence domain, 
provides evidence of the significance and value of emotionally mature leaders to 
enhance human development globally (Daft & Lane, 2008:19,20; Myers, 2011:6,11; 
Caruso & Salovey, 2004:23).   
An example of the impact of the role of emotionally mature executive leadership 
enhancing economic growth is that of Bill George (Nohria & Khurana, 2010:285). Over 
a 13-year period George (2003), also a professor at Harvard University, increased the 
market share as the previous CEO of Medtronic from $1.1 billion to $60 billion. This 
example solidifies the relation between leadership theory and business practice 
(Nohria & Khurana, 2010:285). Being successful in both business and academia, 
George (2003; Nohria & Khurana, 2010:285), an acclaimed and successful executive 
business leader and academic, argues that based on his experience, authentic 
leadership is the preferred leadership style.  
According to Rowe and Guerrero (2011:289), authentic leadership is “the opposite of 
the selfish and self-serving portrayals of corporate greed that dominate the headlines”. 
The thread, however, in the majority of successful leadership case studies, is 
continuous learning and development as a leader (Giuliani & Kurson, 2007). The 
discussion of executive leadership and the associated examples of emotionally mature 
global leaders, based on empirical findings, places the independent variable 
leadership development in the centre of this study. 
Based on the empirical evidence presented in this study, the following hypotheses 
have been formulated: 
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H1: There is a positive relationship between Leadership Development and Human 
Development. 
H11: There is a positive relationship between Leadership Development and the 
Perceived Success of Emotional Intelligence Training. 
5.3.4 Independent variable: Change Management 
By and Burnes (2013:10) prioritises continuous change management as a key 
challenge to organisations because of globalisation. The accompanying pressure to 
stay abreast of technology innovation, changing social trends and growing knowledge 
and information technology makes the leadership of organisational change a key 
executive-leadership attribute (By & Burnes, 2013:11). Two major challenges require 
executive leaders to engage in change-management processes, namely: economic 
challenges, based on global inter-connectedness and ethical challenges, because of 
emerging post-national constellation. The post-national constellation refers to the 
paradigm of explaining the interaction between business and non-governmental 
organisations (Habermas, 2005). The ethical challenges are brought about by 
expanding leadership responsibilities and the accountabilities of globalisation (Cann, 
2015; House et al., 2014).  
Factors influencing the expanding executive responsibilities include global warming, 
pollution and international safety standards, because of external stakeholder demands 
(By & Burnes, 2013:11). Change management in the context of transformational 
leadership in organisations refers to “the radical shift from one state of being to 
another: so significant that it requires a shift of culture, behaviour, and mindset to 
implement successfully and to sustain over time” (Anderson & Anderson, 2001:39). 
Anderson and Anderson (2001) proposed some conscious transformation elements 
that are critical for leaders to address and master. In the context of human 
development, Barr and Dowding (2012:245) identify three types of changes relevant 
to this study, namely: developmental change referring to planned or emergent 
incremental change, focusing on the improvement of skills and processes.  
Secondly, transitional change, which implies structured and radical organisational 
change; and thirdly, transformational change, which is aimed at organisational 
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changes of structure, processes, culture and strategy inspired by learning and 
adaptation (Barr & Dowding, 2012:245).  
Zenger and Folkman (2009) identified the lack of change-management skills as a key 
factor contributing to leadership failures. By and Burnes (2013:150) suggests various 
reasons why change-management failures occur. Frequently, the change process is 
approached from a technical perspective that lacks sensitivity, especially as a result 
of poor leadership and poor communication. Useem (1998:53) described the essence 
of global leadership as a combination of personal and organisational strengths, which 
rely heavily on change management to empower others in the context of 
organisational leadership. In support hereof, Bolman and Deal (2003) identified 
change management as one of three key aspects that affect organisational leadership. 
In the context of this study and the mentioned executive leadership failures, Andersen 
(2011:77) and Anderson and Anderson (2001:200) also found that change 
management, along with visionary leadership, is a key executive attribute in the private 
and public leadership sectors.  
Effective transformational leadership instituting change management involves three 
phases, namely: to manage change; to facilitate change; and to inspire and motivate 
others to accept change (Blyde, 1997:403). Based on a comparative literature study, 
between leadership and leadership behaviour, based on the literature and executive 
responses, change management was strongly correlated and identified as a key 
leadership attribute (By & Burnes, 2013).  
An executive leader’s willingness to accept a new order of things in the context of 
change management, flexibility was labelled as a moderately required proficiency skill 
of executive leadership (Andersen, 2011:46). In the context of emotional intelligence, 
Rost’s (1991:102) notion of an influential relationship, based on “real change” that is 
mutually beneficiary is a key executive proficiency. For Rost (1991), effective 
leadership involves a people-focused orientation, change management and shared 
purpose. From a human-development perspective, change management is vitally 
important to reduce global greenhouse gas emissions (Kamau & Donoghue, 2015:3).  
Change management is viewed as a powerful tool for executive leadership to address 
environmental challenges in the face of irreversible climate change (By & Burns, 
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2013:4). In the human-development category, dealing with empowering people, the 
afore-mentioned example of Unilever’s CEO Pohlman, the eight goals involving 
change management, seek to halve Unilever’s greenhouse impact by 2020 (Gitsham 
et al., 2012:30). One of the goals is to incorporate 5 000 000 smallholder farmers in 
the supply-chain system, as part of Unilever’s global commitment towards sustainable 
human development. The Unilever example fits the criterion of Corporate Social 
Responsibility (Pearce & Manze, 2011:565), as documented in leadership literature, 
as well as the scope of the Post-2015 UN Report (Kamau & Donoghue, 2015). 
Gitsham et al. (2012:30) identified change management and especially “leading 
change” as a key attribute of future leaders in a study conducted for the United 
Nations. The study identified a growing concern for a new executive-leadership 
approach beyond business boundaries that follows an integrative approach involving 
various stakeholders in leading change (Gitsham et al., 2012:29-30).  
In the South African context, a classic example of the significance of change 
management involves Ramaphosa and Meyer (Hauss, 2010:68). Both executive 
leaders – from opposing political parties – initiated change-management strategies 
that included changing attitudes during the South African 1994 negotiation process. 
The two leaders played a pivotal role in re-uniting Mr Mandela and President De Klerk, 
the two supreme executive leaders of the African National Congress (ANC) and the 
National Party (NP) respectively, after they had temporarily abandoned talks and 
walked away from the negotiation process (Hauss, 2010:68, Els, 2015:168; Miall et 
al., 2001; Chazan et al., 1999).  
The above-mentioned discussion and literature-based examples provide empirical 
evidence for the following hypotheses: 
H2: There is a positive relationship between the Change Management and Human 
Development. 
H12: There is a positive relationship between the successful implementation of 
Change Management and the Perceived Success of Emotional Intelligence 
Training. 
297 
5.3.5 Independent variable: Skills Development 
In the context of leadership development, skills can be defined as “skills and attributes 
that can be learned and developed” (Northouse, 2013; Rowe & Guerrero, 2001:81). 
Skills development implies that skills, knowledge, and attributes are required for 
leaders to be effective. Rowe and Guerrero (2011:82) highlighted the importance of 
technical, human and conceptual skills. The leadership skills model approach provides 
five elements, namely: individual attributes, competencies, leadership outcomes, 
career experiences, and environmental influences. Problem-solving skills, social 
judgement skills and knowledge are described as the kingpins in this model (House et 
al., 2013:362). The context of emotional intelligence and leadership development was 
highlighted in Chapter 2 by referring to the Google company that was awarded the 
“Top Company to work for” in four consecutive years by the Fortune Magazine. The 
award is evaluated on Google’s eight-rule leadership philosophy (Daft, 2008:23).  
The primary executive leadership skill in the Google case study involves the Google-
executive leadership’s willingness and open mindset to learn from other executive 
leaders. A total of seven of Google’s eight-rule leadership philosophies are based on 
emotional intelligence (Daft, 2008:23). Coaching, communications skills and effective 
listening are a few of the Google eight-rule leadership philosophy (Daft, 2008:23). 
A key skill for future executive leadership is strategic thinking and analytical thinking, 
involving the ability to make “high-quality” decisions during times of uncertainty. The 
complex analytical associated skills include: learning ability, mental agility, integrative 
thinking ability, communication and persuasive techniques, leading diverse and multi-
cultural teams, delegating leadership tasks, recruiting and retaining quality talent, and 
the ability to transform and learn from experience (Howard & Wellins, 2008).  
The leadership development-oriented skills involve executive leaders’ willingness to 
participate and learn during training interventions, including executive coaches 
(Goebel, 2013; Krause (2005). Cognitive ability is one of four identified critical skills in 
various studies related to effective leadership (Rowe & Guerrero, 2011:83, Mumford, 
Campion & Morgeson, 2007). Cognitive ability refers to “perceptual processing, 
information processing, general reasoning skills, creative and divergent thinking 
capacities, and memory skills" (Rowe & Guerrero , 2011).  
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In terms of human development and dealing with global crises, such as xenophobia 
and mass migration challenges, the top skill involves crystallised cognitive ability. The 
skill is associated with higher and increased competence regarding social judgment 
skills, conceptual skills and problem-solving skills (Rowe & Guerrero, 2011:85, Caruso 
& Salovey, 2004:51).  
The relationship between skills development and emotional intelligence was identified 
as understanding emotions, as discussed in Chapter 4. Understanding emotions is 
regarded as the primary cognitive and “thinking-related” ability of emotional 
intelligence (Caruso & Salovey, 2004:55). Northouse (2010:23) describes emotional 
intelligence as consisting of two domains, namely: emotions (affective domain) and 
thinking (cognitive domain). These are in constant interaction and interplay. Skills 
development is a key component of leadership development and training, including 
the use of technology-based training to accelerate and advance executive leadership 
training (Rowe & Guerrero , 2011:97-99).  
Andersen (2011:44) identified a number of required proficiency soft skills for executive 
leadership. The relevance is that the majority of the identified soft skills can be trained 
and coached. Practical role-play and simulation training, especially in culturally diverse 
environments are ideally suited to present outcome-based training. Examples of 
practical role-play training include effective listening, communication skills and 
problem-solving by scenario acting (Andersen, 2011:44; Johansen, 2009:62; Nestel & 
Tierney, 2007).  
Morgan et al. (2004) successfully used role-play training to enhance the deeper 
understanding of emotions during negotiation training in law education. Bunker et al. 
(2010:106) highlighted the success outcome of a multiple-training approach in terms 
of emotional and competency training for the leadership of the American Express 
Financial Advisors. The training sessions included a high degree of visualisations and 
role-play training. Tatton (2005) also experienced successful training outcomes 
pertaining to enhanced emotional intelligence; while Morgan et al. (2004) found that 
role-play training enhanced deeper understanding of complex conflicting perspectives 
in the engineering profession.   
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Alinier (2013:43) found an increased level of realism, by using simulation training, 
which is highly effective when following an integrative process to enhance knowledge 
transfer. The case-study analysis approach of FLETCH, involving law-enforcement 
training, based on the cult leader, David Koresh, is a classic example of effective skills 
training to enhance human development. Law-enforcement officers, involving various 
countries, were trained to counter similar mass suicide cases in an attempt to prevent 
the recurrence of mass-suicide incidents (Els et al., 1994, Els, 2015; Stout-Rostron, 
2011:79).  
Recent technology-based training developments have enlarged the scope and 
potential of skills development and training executive leaders in South Africa. The 
training involves the “Global Classroom” training successes in Stellenbosch, SA, as 
well as the Moldova project (McLauchlan and Suveica, 2012:8; Van der Merwe, 
2014:44). The eLearning Africa project, involving 1200 international education and 
technology experts in terms of the “African Union Vision 2063” project is another 
example of the opportunity to enhance skills development and executive-leadership 
training (Stromeyer, 2016).  
The eLearning Africa initiative is ideally suited to educate and train leaders on the 
African continent, as one of the Post-2015 Human Development goals of 2030 (Van 
der Heijden & Bouyé, 2015). 
Based on the literature and case-study analytical approach, and the empirical 
evidence presented in this study, the following hypotheses have been formulated: 
H3: There is a positive relationship between Skills Development and Human 
Development. 
H13: There is a positive relationship between Skills Development and the Perceived 
Success of Emotional Intelligence Training. 
5.3.6 Independent variable: Wisdom 
The Art of War by Sun Tzu (Passmore, 2010:94) is regarded as a classic example of 
“wisdom in leadership”. Wisdom can be defined as the “ability to draw on one’s 
knowledge and experience to make well-formed judgements (Rowe & Guerrero, 
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2011:77). It involves the use of one’s power and personal authority to implement an 
effective course of action” (Chrisholm, 2015). Wisdom is one of five important 
attributes proposed by Rowe and Guerrero (2011:76), which characterise an effective 
transformational leader. The other attributes are: courage, passion, competency and 
self-discipline (Rowe & Guerrero, 2011:76).  
Elaborating on the notion of the “Art of War”, Passmore (2010:101) contends that 
wisdom resonates with executive coaching to develop leaders, and that enhancing 
performance is at the heart of coaching (Passmore, 2010:101). Wisdom is closely 
related to adult learning agility that enhances reflective judgements in times of 
uncertainty (Goebel, 2013:25). Goldsmith et al. (2003) contend that wisdom, combined 
with spirituality, could possibly contribute to solving governance-related human 
problems.  
Positivity is closely related to leadership traits; and it is associated with core elements 
of “good character” that involve transcendence, temperance, courage, love, justice, 
wisdom and knowledge (Park et al., 2004). Cameron et al. (2003), as well as Seligman 
(2002), also contend that the concept of positive scholarship with accompanying 
positive experiences, positive traits and “positive deviance” act as agents to promote 
extraordinary leadership traits, which are termed “excellent”, “flawless” and 
“honourable”.  
The concept of shared leadership involves wisdom; and it is associated with collective 
leadership involving extraordinary people. The essence thereof, according to 
Goldsmith et al. (2003:111), however, is that leadership should embrace a shared 
vision along with extraordinary people who are connected to wisdom; and it motivates 
them to achieve great things. Rowe and Guerrero (2011:96) claim that wisdom 
underpins all decision-making skills.  
In the case study of British Petroleum (BP) CEO, John Browne’s campaign “Beyond 
Petroleum” is widely acknowledged for being the first in the oil industry to pay attention, 
and to reduce greenhouse gas emissions (Rowe & Guerrero (2011:96). The decision 
to involve BP in the project is considered as being intelligent, and based on wisdom 
by tapping “into the moral conscience of society at the time” (Rowe & Guerrero, 
2011:96).  
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The link between wisdom and human development is provided by Barbuto and 
Wheeler (2006), who developed a 23-item questionnaire. Wisdom is one of the critical 
factors of servant leadership, along with altruistic caring, emotional healing, 
persuasive mapping and organisational stewardship.  
From an emotional intelligence framework, the wisdom fulfils a vital role in the 
development of executive leaders, as “a blended wholeness” (Bennis & Thomas, 
2002; 1989:39-41). For purposes of this study, wisdom is closely related to spiritual 
intelligence as “a higher order of awareness of the self” (Nelson, 2012). The relevance 
to the afore-mentioned notion of a balanced theory of wisdom, is the ability to maximise 
various self-interests above self-interest: in other words to involve and consider others’ 
interests, as well as one’s own (Sternberg, 1988).  
The essence of the blended approach is described by Nelson (2012) as the new 
science of integrative-executive leaders of the future. Following on integrative-
leadership approaches, Briskin (2010) identifies “collective wisdom” as the essence of 
integrative leadership. According to Briskin (2010), integrative leadership can be 
defined as a leader “who  leads and self-manages, thinks and engages with his/her 
whole mind, analytical, as well as emotional intelligence, is using one’s full DNA 
complement to demonstrate collective wisdom”.  
The above-mentioned emotional intelligence elements are central to the integrative 
leadership approaches discussed in Chapter 3, pertaining to Passmore (2010) and the 
Hatala and Hatala (2005) models of integrative leadership. Rowe and Guerrero 
(2011:96) contend that wisdom is the top priority in terms of leadership development 
hierarchy strategies, above that of judgement, skills and knowledge. Rowe and 
Guerrero (2011:96) cautions that if wisdom at executive level is absent, companies 
“are forced to hire it”.  
The following hypotheses have been formulated, based on the empirical evidence 
presented in this study: 
H4: There is a positive relationship between Wisdom and Human Development. 
H14: There is a positive relationship between Wisdom and the Perceived Success of 
Emotional Intelligence Training. 
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5.3.7 Independent variable: Values alignment 
By and Burnes (2013:172) argue that unless a global culture of ethics and values 
alignment is pursued by executive and global leadership, practices of corruption, 
narcissism and the plundering of resources will have a devastating effect on mankind.  
Values are defined as: “beliefs, principles or concepts, which lead to outcomes that 
the organisation sees as desirable” (Gregory & Willis, 2013:59). Organisational values 
alignment occurs when a critical mass of people with common values, based on 
personal beliefs, view and align goals with the required values, vision and goals of an 
organisation (McHenry, 2011). Value-alignment audits should occur on an annual 
basis. Along with values alignment, ethical leadership forms a vital link in this research. 
Values and ethics are closely associated in both large corporate businesses and small 
business enterprises.  
Ethics can be defined as “a set of values and rules that define right or acceptable, and 
wrong or unacceptable behaviour in society” (Co, Groenewald, Mitchell, Nayayer, Van 
Zyl, Visser, Train, & Emanuel, 2006:328). In today’s competitive business 
environment, unethical business practices often lead to personal gain and self-interest: 
“where individual greed is placed above other concerns, irrespective of the 
consequences, and the precedent to make profits, which leads a business to engage 
in unethical practices to protect profits and beat its competitors” (Co et al., 2006:328). 
Ethical leadership is closely associated with a values alignment that views ethical 
behaviour as a key characteristic of a global leader of the future. Young leaders place 
great value on ethics; they think that they are sorely lacking in current leaders, and 
feel that ethical behaviour will become the most important characteristic of future 
leaders (Goldsmith et al., 2003:217). The term ‘ethics’ is derived from the Greek word 
‘ethos’ meaning: character, conduct and customs. It refers to the “morals and values; 
and it helps us decide what is right and good, or wrong and bad” (Goldsmith et al., 
2003:217).  
In the context of leadership, ethics relates “to character, actions and behaviours” 
(Rowe & Guerrero, 2001:440). Adendorff (2013:105) has provided a valuable 
framework for this research, linking value-alignment, ethical values and the 
significance of spiritual education. According to World Bank estimates of 2006, a 
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decline of 50% in corruption would greatly alleviate ethical challenges, along with 
internationally accepted higher ethical business practices, ethical education and 
general acceptance that “global ethics transcend religion and nationality” (Adendorff, 
2013:105). A total of six research items dealing with values alignment were listed in 
the questionnaire linking values alignment to leadership role modelling, integrity and 
organisational culture, value audits and principled value systems. Values alignment 
related to executive leadership behaviour that impacts on shaping cultural values was 
also listed amongst the other value-alignment questions for this study.  
Relevance to executive leadership and human development was articulated in 
Chapter 3, with the discussion on the five-dimensional integrity-oriented leadership 
model (Fernandez et al., 2010:313). The model proposes a shared and integrative 
leadership approach in the public leadership sector. The fact that various examples of 
executive leadership failures and corrupt practices in SA were discussed, places the 
five-dimensional value-alignment approach on centre stage.  
The five-dimension model is furthermore closely related to emotional intelligence 
leadership attributes, providing evidence of the significance of values alignment. The 
five-dimensions include task-orientated leadership, relationship-leadership, change-
management leadership, diversity-oriented leadership, and finally the integrity-
oriented leadership.  
The multiple-relevance linking all the factors in this study is, however, provided by 
Horwitz and Horwitz (2007) and Kochan et al. (2003), claiming that integrative leaders 
who are attentive to diversity have a higher potential “for enhancing value for the 
organisation through the human capital represented by the skills, experience and 
knowledge of diverse stakeholders” (Barney & Wright, 1998). Within the framework of 
proposed authentic leadership, scholarly consensus highlights the importance and 
necessity of values alignment in the context of the internalised moral perspective 
notion (Avolio & Gardner, 2005:325; Turner et al., 2002; Rowe & Guerrero, 2011:287).  
The link between executive leadership and moral reason is the capacity to make sound 
ethical decisions and to align one’s values accordingly. The process of aligning values 
is based on a process of emotional intelligence involving self-regulation (Northouse, 
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2010:220; Hannum et al., 2007:111; Avolio & Gardner, 2005:325; Turner et al., 2002; 
Rowe & Guerrero, 2011:287).  
Based on the anecdotal and empirical evidence presented above, the following 
hypotheses have been formulated: 
H5: There is a positive relationship between Values Alignment and Human 
Development. 
H15: There is a positive relationship between Values Alignment and the Perceived 
Success of Emotional Intelligence Training. 
5.3.8 Independent variable: Spiritual Intelligence 
The link between leadership and spiritual intelligence can be traced back to the 17th 
century. Physicians, priests and lawyers fulfilled a leadership role in terms of corporal, 
spiritual and the basic needs of societies (Sama & Shoaf, 2008). For the purposes of 
this study, spiritual intelligence refers to the ability to behave with “wisdom and 
compassion, while maintaining peace, regardless of the situation” (Wigglesworth, 
2012:1). Spiritual intelligence competencies in the context of this study include: 
“awareness of one’s own worldview, the complexity of inner thought, keeping your 
Higher Self in charge, and being a wise and effective change agent” (Wigglesworth, 
2012:1).  
Although spirituality is innate in all human beings, the basics of spiritual theory are that 
it should be practised and developed, in order to become spiritually intelligent (Safara 
& Bhatia, 2013:412). The essence of spiritual-intelligence development is that one 
should move from “immature ego-driven behaviours to more mature higher self-driven 
behaviours, in order to understand and transcend the voice of one’s own ego, and to 
be guided by deep wisdom and compassion” (Wigglesworth, 2012:1).  
Spiritual intelligence is an integral cornerstone of personal growth and authentic 
leadership. Spiritual intelligence regulates and guides emotional intelligence (Safara 
& Bhatia, 2013:412). Zohar and Marshall, (2012:4) argue that spiritual intelligence is 
the ultimate human intelligence; and that it provides a foundation for the functioning of 
emotional intelligence (EQ) and intelligence (IQ). The link between spiritual 
305 
intelligence, executive leadership and emotional intelligence is also provided by 
Shabnam and Tung (2013:325). Higher levels of executive leadership require a higher 
spiritual intelligence-competency level that exceeds intelligence and emotional 
intelligence (Shabnam & Tung, 2013:325; Rowe & Guerrero, 2011:46).  
Based on the notions of Loevinger’s (1976) stages of cognitive-moral development 
and Kohlberg (1984) and Gilligan’s (1982) stages of spiritual development, various 
empirical studies have found a direct link to emotional intelligence and leadership 
development. Gardner’s (1993) notion of multiple intelligences that includes spiritual 
intelligence, along with kinaesthetic, cognitive, emotional, social, and moral 
intelligences, as presented in Chapter 3, solidifies the significance of spiritual 
intelligence in the context of this study.  
Goleman’s (2004, 2002) notion of self-expression (emotional intelligence) and the 
“inner voice” (spiritual intelligence) of leadership is regarded as a key element of 
effective emotionally mature leadership. Empirical evidence has identified spiritual 
intelligence as one of the three key elements of effective leadership (Shabnam & Tung, 
2013:315).  
The value of spiritual intelligence as a key future executive leadership attribute is 
further advocated by Nelson (2012), in claiming that older outdated and traditional 
leadership approaches are insufficient for future global leadership challenges, 
especially in the global financial markets. Nelson’s (20121) reference concerning 
outdated leadership practices is in line with authoritarian and dictatorship oriented 
leadership practices associated with human rights violations. A prime example is the 
afore-mentioned travel embargo placed on President Mugabe from Zimbabwe, in an 
attempt to implement political reforms (SAPA, 2015:7). Nelson’s (2012) notion of 
spiritual intelligence and outdated executive leadership provides a link to human 
development for this study. The positive role and influence of spiritual intelligence 
forms a central premise in the proposed new paradigm of emotionally based 
integrative-leadership approaches (Hatala, 2008:6; Hatala & Hatala, 2005).  
The empirical work of Northouse (2010:383) and Sendjaya, Sarros and Santora (2007) 
also identified transcendental spirituality as a key aspect of ethical leadership. The 
role and significance of the “inner self” and “sacred territory”, in terms of spiritual 
306 
intelligence during executive coaching, is highlighted by various scholars (Zohar & 
Marshall, 2012:4; Wigglesworth, 2012:1; Safara & Bhatia, 2013:412). The inner-self 
notion is of particular importance pertaining to the learning and unlearning of certain 
behaviours in executive-leadership training (Passmore, 2010). Based on the summary 
of the key executive leadership attributes of this study, as presented in Chapter 3, 
spiritual intelligence was prominent, along with self-leadership, moral, authentic, 
servant and wise leadership in the integrative-leadership domain. 
Based on the empirical evidence presented in this study, the following hypotheses 
have been formulated: 
H6: There is a positive relationship between Spiritual Intelligence and Human 
Development. 
H16: There is a positive relationship between Spiritual Intelligence and the Perceived 
Success of Emotional Intelligence Training. 
5.3.9 Independent variable: Outside Advice 
The positive influence of outside advice and external expertise on strategic 
governance in business is highlighted by a number of authoritative researchers 
(Adendorff, 2004:317). Venter (2002) identifies the fields relevant to outside advice as 
estate-planning specialists, business economists, jurists, fiscal experts, therapists and 
psychologists, as examples where outside advice is of particular value. Direct results 
linked to outside advice include improved levels of performance, arising from expert 
advice, specialist skills and resources not possessed internally in organisations (By & 
Burns, 2013:46).  
Outside experts, who are appointed as non-executive directors can play an important 
role to enhance corporate governance and to assist in increasing performance. 
Outsider advice is used to a limited extent in Greek-owned family businesses 
pertaining to planning, succession planning and governance structures (Adendorff, 
2004:457).  
Outside advice has a cost-benefit factor; since external expertise can also be used on 
a temporary basis for short periods of time, opposed to appointing full-time 
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professionals (Garcia, 2005). Examples of the temporary use of outside advice are 
during times of uncertainty, or to deal with specific short-term problems (Garcia, 2005). 
Hernez-Broome and Boyce (2010:195) argued that an external coach’s input could be 
crucial – especially when new executive leaders are appointed. Opposing opinions on 
outside advice are levelled by Ford (1988) and Jonovic (1989), who questioned the 
value of external advice. The primary opposing reasons being that external advisors 
lack authority and intimate knowledge of the company; and they are unavailable when 
needed (Ford, 1988; Jonovic, 1989). The positive value and impact of various 
empirical studies, however, outweigh the negative consequences; although each 
outside intervention is unique, and should not be generalised. Examples of the 
effective application of outside advice include the use of coaching facilitators and 
trainers sharing specific knowledge and experience. The knowledge transfer can play 
a major role in terms of introducing new global trends, facilitating conflict management, 
monitoring progress, acting as change agents, and providing motivational training and 
direction (Jain, 1980; Lane, 1989; Mace, 1971; Harris, 1989; Mueller, 1988; Heidrich, 
1988). 
The cost benefit to involve outside advice for a specific area of expertise, or during a 
short period of uncertainty, is a major advantage when using external experts. 
Specialist knowledge and expertise, based on experience, could have a positive 
impact, especially in terms of executive coaching, training, change management.  The 
section of neuroscience and emotional and physical health is of particular relevance; 
since it links the outside advice to human development and emotional intelligence. 
Empirical evidence supports the negative and devastating consequences of stress-
induced executive leadership and lifestyles.  
Further empirical support is provided by Goldsmith et al. (2003:217-221) on the 
significance of global leadership that relies on expert outside advice in decision-
making processes. Giuliani and Kurson (2007) identify four basic executive leadership 
suggestions on how leaders should respond to global challenges, based on 
experience and Giuliani’s, former mayor of New York, leadership role during and post-
World Trade terrorist attacks in September 2001. The four executive leadership 
strategies are: to institute and communicate clear visions and strong beliefs; to lead 
by example, based on integrity, and to accept accountability, to collaborate and involve 
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motivated and strong leaders, and make independent decisions. The success of 
Giuliani’s executive leadership as a global leader is acknowledged by the Queen of 
England who described Giuliani as “an inspiration to political leaders around the world” 
(Rowe & Guerrero, 2011:265).  
Daft (2008:2) furthermore proposes specific leadership traits when dealing with 
external advice and how executive leaders should address challenges, in order to 
enhance leadership governance. Daft’s (2008:2)  proposal also includes leaders to 
understand and recognise the significance of providing direction, addressing 
transformation in organisations, avoiding factors that could lead to leadership 
derailment, and finally to acknowledge relationship-building and personal qualities 
through alignment.  
Poutziouris, Smyrnios and Klein (2008:186) found that “outside involvement” resulted 
in improved levels of performance, arising from expert advice, specialist skills and 
resources not possessed internally. Outside experts, who are appointed as non-
executive directors can play an important role in enhancing corporate governance and 
assisting in increasing performance. According to Poutziouris et al. (2008:186), 
external advisors diffuse personal conflicts within an organisation, strengthen 
business continuity and provide objective perspectives of succession.  
Based on the discussion above, the following hypotheses have been formulated: 
H7: There is a positive relationship between Outside Advice and Human 
Development. 
H17: There is a positive relationship between Outside Advice and the Perceived 
Success of Emotional Intelligence Training. 
5.3.10 Independent variable: Emotional Intelligence 
For the purposes of this study, Emotional intelligence refers to the “capacity to reason 
with emotions and emotional signals, and to the capacity of emotion to enhance 
thought” (Mayer, Salovey & Caruso, 2001:2; Hughes et al., 2005:12). Barling et al. 
(2000:157) emphasised the accumulation of various schools of thought pertaining to 
the following relevant characteristics of emotional intelligence, namely: understanding 
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one’s own emotions, knowing how to manage them, emotional self-control, including 
delaying gratification; understanding others’ emotions; and managing relationships.  
Caruso et al., (2002:306) definition states that emotional intelligence involves the 
“ability to perceive, appraise, and express emotion; to access and/or generate 
feelings, whenever they facilitate thought; to understand emotion and emotional 
knowledge; and to regulate emotions to promote emotional and intellectual growth” 
(Caruso et al., 2002:306).  
The mentioned elements, especially in terms of intellectual growth are of particular 
interest; in that an emotionally mature leader’s willingness and commitment to training 
and development is thereby enhanced. The value and significance in terms of 
cognitive learning is acclaimed by various scholars, including Hay/McBer (Goleman, 
1998) who found that emotional and social competencies were “twice as important in 
contributing to excellence as pure intellect and expertise”. Goleman (1998) also 
concluded that emotional competence is a key premise of leadership, especially to 
encourage and motivate others to perform jobs more effectively.  
Shabnam and Tung (2013:325) emphasise the necessity of a combination of 
intelligence, emotional intelligence and spiritual intelligence for effective leadership. 
As mentioned earlier, the link between the neuro-anatomy of emotional intelligence 
and executive health issues is vitally important (Nikolaou & Tsaousis, 2002). The role 
of training, and in particular executive coaching, is significant; as an early diagnosis of 
symptoms threatening one’s wellbeing are often ignored by executives due to work 
pressure and shareholder expectations (Stout-Rostron, 2014:139; Thamm, 2014; 
Whitmore, 2009; Goebel, 2013).  
Positive psychology relating to inner strengths is in alignment with the afore-mentioned 
notion of emotional aptitude based on the meta-ability to use all possible resources to 
attain a goal or to overcome obstacles (Goleman, 2002:103).  
Following on the afore-mentioned derailment causes, the key to prevent executive 
derailment, as well as unlocking hidden executive enhancement skills, might lie in 
developing emotionally mature executive leaders by means of training and coaching. 
Daft (2008:23,24) argues that while management consultants primarily assist 
executives with an outward focus on strategic issues and operations, executive 
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coaches assist executive leaders with an “inward” focus. Outstanding features 
between successful and derailed executives were the ability to enhance relational 
leadership and high levels of emotional maturity (Daft, 2008:24).  
The scope and opportunity for leadership development is highlighted by Daft’s 
(2015:21) notion that executive leaders lack a proficiency in “soft human skills”, rather 
than technical or other skills based on empirical findings in a multi-country study. 
Chapter 4 deals with the training and development of executive leaders. 
Various empirical studies have found a positive correlation between neuro-leadership 
and improved leadership effectiveness. Barr and Dowding (2012:188) contend that 
Neuro-leadership, as an emerging field of study, is related to leadership development, 
management training, change management, education, consulting and coaching – 
proving a link to both leadership and human development and emotional intelligence-
based training.   
Barr and Dowding (2012:189) and Rock’s (2008) notion of SCARF domains in the 
social cognitive and affective neuroscience literature provide a clear understanding 
and suggest guidelines for how executive leaders can manage challenges. In the 
context of this study, the global and human development challenges were highlighted 
in Chapter 2. Various empirically based evidence examples were discussed, including 
the study of Bradberry and Greaves (2009:13) involving 500 000 participants; and the 
study of Goleman (2004) and Barling et al. (2000:157) with findings relating to 
emotional intelligence, as the foundation of successful and effective leadership.  
A key element pertaining to the notion that emotional intelligence is a universal 
phenomenon and can be applied globally increases this study’s application and 
relevance (Caruso & Salovey, 2004:6). Also, within the SA context, with eleven official 
languages, the relevance to this study is increased. Elaboration on the universal 
application, the value of emotional expression by executive leaders, is important. The 
fact that emotional literacy, including body language, can be taught increase the 
relevancy of leadership development. Well-trained and mature executive leaders can 
use body language to enhance their interviews, recruitment and employee retention in 
organisations (Hunnum et al., 2007).  
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Based on the observations of McCraty and Childre’s (2002:3-7), Stout-Rostron 
(2014:138) supports scientific evidence relating to the positive effects of giving 
attention and appreciation during conversations enhancing leadership relationships 
with followers. The example of the teenager in Polokwane, SA who posed as a 
cardiologist is a classic example, where the interview panel could have used body 
language analysis (Sowetan Live, 2016). Based on the premise that to become a 
cardiologist, could take up to eight years of studying, the Polokwane interview panel 
could have noticed that the tender age of 19 years, is inappropriate for such a 
qualification. As mentioned, the consequences of appointing an unqualified 19-year 
old “cardiologist” could have negatively impacted on health and human development 
issues.  
Overwhelming evidence was discussed in the previous chapters regarding the positive 
impact and role of emotional intelligence training on executive leadership 
development. Examples included: the executive leadership at Johnson and Johnson 
Pharmaceutical Company (Cavallo & Brienza, 2002), the higher salaries related to 
higher emotional intelligence levels (Cavallo & Brienza, 2002), the positive link 
between employee retention in organisations, is primarily because of emotionally 
competent leadership (Goleman, 1998; Dunn, 2001).  
In another example, using the MSCEIT scale, Kerr et al. (2006) identified a positive 
relationship between emotional intelligence and leadership performance. The study, 
which was conducted in the manufacturing trade, also found that the most effective 
leaders scored higher emotional intelligence competency scores (Kerr et al., 2006). 
Rosete (2007) found high emotional intelligence correlations with business 
performance in the public sector and interpersonal effectiveness, also using the 
MSCEIT.  
In a military study, Bar-On et al. (2005) concluded that soldiers who were identified as 
potential officers scored significantly higher emotional intelligence scores. McClelland 
(1998) found a strong correlation between social and emotional competencies and 
work performance in a study involving divisive presidents in a multi-national beverage 
company previously plagued with presidential dismissals and performance problems.  
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Finally, the empirical support of a correlation between integrated leadership and 
performance in the public sector is also provided by Fernandez et al. (2010:309). The 
above-mentioned examples were further highlighted by various case studies, including 
that of Broadbent, the emotionally mature Greek CEOs, Coca Cola Atlanta and 
Forever Living Products. All of these were International global companies, in which 
executive leadership played a significant role in terms of growth, prosperity and 
financial success, based on emotional intelligence (Isdell & Beasley, 2011; Maughan, 
2013:58). 
Based on the empirical evidence presented in this study, the following hypotheses 
have been formulated:  
H8: There is a positive relationship between Emotional Intelligence and Human 
Development. 
H18: There is a positive relationship between Emotional Intelligence and the 
Perceived Success of Emotional Intelligence Training. 
5.3.11 Independent variable: Cultural Intelligence 
Culture is defined as the learned beliefs, values, norms, symbols and traditions that 
are common to a group of people (Northouse, 2013; Rowe & Guerrero, 2011:414). In 
terms of this study, cultural intelligence can be defined as a leadership ability to 
effectively engage in situations with high levels of cultural diversity (Ang, Van Dyne & 
Koh, 2006). The value of cultural intelligence is highlighted in a finding of Carpenter, 
Sanders and Gregersen (2001) that executives with cross-cultural experience 
performed better financially than less-experienced executive leaders. Several 
elements of culture are relevant in terms of this study, including the parameters of 
collectives and a focus on the propensity for sharing of a particular group.  
The protracted nature of culture is highlighted by the following definition; namely: that 
it represents “shared motives, values, beliefs, identities and interpretations of 
meanings or significant events that result from a common experience of members of 
collectives that are transmitted across [the] generations” (House et al., 2014:11). In 
terms of cultural intelligence, and in the context of global leadership, it is important to 
distinguish between multiculturalism and diversity (Rowe & Guerrero, 2011). Simply 
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defined, multi-culturalism refers to a way of seeing or doing things that takes more 
than one culture into account. Diversity refers to the existence of different cultures, 
ethnicities, socio-economic levels, sexual orientations, or the races within a group or 
organisation.  
The findings of the Global Leadership and Organisational Behaviour Effectiveness 
(GLOBE) study concerning the following cultural dimensions, namely: “uncertainty 
avoidance, power avoidance, institutional collectivism, in-group collectivism, gender 
egalitarianism, assertiveness, future orientation, performance orientation and humane 
orientation” (Rowe & Guerrero, 2011:414). These are all of particular relevance to this 
research. Philips and Gully (2014:57) acknowledged the contributions of Hofstede 
(1980) and his role in terms of leadership development. Christensen’s (2014) 
reference to human ecology dealing with interrelationships between humans, their 
cultures and ecosystems is a relatively new field in the domain of human development.   
Barr and Dowding (2012:188) provided evidence linking neuro-leadership to cultural 
intelligence, based on the fact that neuro-leadership enhances the understanding of 
human emotional intelligence that could also positively enhance teamwork and 
organisational cultural diversity.  
In a related study concerned with emotionally mature executive leadership attributes, 
cultural intelligence, along with change management and shared leadership, were 
identified as key attributes (House et al., 2014:42). The value of cultural intelligence 
during joint ventures and alliances was discussed in Chapter 3. Examples of 
leadership failures during mergers, as a result of cultural incompatibilities in the case 
of Daimler Benz and Chrysler, were also discussed. The conclusion was made that 
the lack of emotionally mature executive leadership contributed to the merger failures 
(House et al., 2014:42; Goleman, 2011).  
The link to leadership and human development is argued, based on the premise that 
traditional leadership styles based on control, stability and homogeneity are ineffective 
in dealing with cultural diversity (Daft, 2008).  
According to Daft (2008:35), the complex and difficult transition between the old 
paradigm and the new paradigm leadership, partly explains current global leadership 
failures and crises. The new paradigm of integrative leadership relies heavily on 
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expertise and the experience of how to deal with multiple identities and cultural 
diversity in societies and organisations. The notion of Bunker et al. (2010:200) is in 
line with that of Mendenhall et al. (2013), who found that global leaders’ characteristics 
concerning multicultural leadership were largely in agreement.  Mendenhall et al. 
(2013) proposed “focused reflection” to change leaders’ habitual ways of responding 
in traditional ways; thereby applying that focused reflection involves the process when 
leaders challenge their “habits of mind and action” to change and develop new skills.  
Silva’s notion (2015) of the primary task of executive leadership is to initiate change in 
followers’ behaviour, also relies heavily on cultural factors and cultural intelligence. 
According to House et al. (2014:5), the Globe theoretical model is an integration of the 
implicit leadership theory (Lord & Maher, 1990), the value-belief theory of culture 
(Hofstede, 1980; Triandis, 1995), the implicit motivation theory (McClelland, 1985), 
and the structural contingency theory of organisational form and effectiveness 
(Donaldson, 1993; Hickson et al., 1974).  
Various cross-cultural researchers, including Chhokar et al., (2007) are acknowledged 
by House et al. (2014) for their contribution to the Globe model in placing cultural 
intelligence as its core focus.  
Based on the anecdotal and empirical evidence presented above, it is hypothesised 
that: 
H9: There is a positive relationship between Cultural Intelligence and Human 
Development. 
H19: There is a positive relationship between Cultural Intelligence and the Perceived 
Success of Emotional Intelligence Training. 
5.3.12 Independent variable: Succession Planning 
Succession planning is part of a planning process for when an executive resigns, 
retires or dies. Adendorff (2004:103) noted that succession entails the whole process, 
including the preceding events, transition and aftermath. Hernez-Broome and Boyce 
(2010:194) referred to a case study on succession-planning coaching at the New York 
Presbyterian Hospital; where the talent for executive leadership development was 
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segmented into three categories, namely: promotional, professional, and essential 
talent. Continuous dialogue with aspiring executives was found to be extremely 
important. The purpose of the dialogue was to inform the incumbents of their 
shortcomings and the areas of development – preparing them to become future 
leaders at the York Presbyterian Hospital (Hernez-Broome & Boyce, 2010:195). 
Venter also (2002) argued that succession entails much more than simply 
“unplugging” the retiring leader and “plugging” in the new one”. Dayton and Kriesberg 
(2009:32) referred to the Contingency Theory of leadership, a complicated process to 
identify and ensure that the right leader is appointed for the task at hand.  
The relevance of succession planning, as an independent variable of this research, is 
highlighted by the previously referred to untimely deaths of Professor Russell Botman 
Rector of the  University of Stellenbosch on 27th June 2014 (Thamm, 2014) and Total 
Petroleum’s Chief Executive Officer, De Margerie, in a plane crash in Russia on 23rd 
October 2014 (Hailey, 2014). In accordance with the above statements, leadership 
succession due to untimely and unplanned resignations or deaths could cripple an 
organisation’s transformation initiative, apart from the costly monetary value lost if no 
executive leader is available to take over.  
The afore-mentioned role of executive coaching, in terms of outside advice, could play 
a meaningful role to prevent and detect the symptoms of work-related stress-induced 
illnesses that could prevent the untimely deaths of such executives. The weeks prior 
to the above-mentioned death of Professor Bothma, indicate that he was experiencing 
high levels of anxiety and stress, while master-minding and implementing new change-
management initiatives at the University of Stellenbosch in SA (Thamm, 2014). 
Linking succession planning to emotional intelligence based leadership, Passmore 
(2010:36) identifies long-term planning and succession planning as a key executive 
leadership attributes. The case study involving the Australian Public Service 
Commission (APS), in Chapter 3, is of high value for this study (Briggs, 2004:4). The 
various executive leadership failures in SA affecting human development and the 
associated loss of revenue increase the relevance of the APS case study (Madonsela, 
2015).  
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The APS adopted the “Integrated Leadership System” in 2004 (Briggs, 2004:4). Apart 
from catering for succession planning, the system links all aspects of leadership within 
the APS. The aim of the system was to develop and incubate leadership for the present 
and future needs (Briggs, 2004:4).  Succession planning is therefore one particular 
field, where executive leadership training and development are of high value. This 
assumption is based on the notion of Charan et al. (2011) and their  leadership 
pipeline, which deals with developing young future leaders.  
Goebel (2013:10), however, points out that the concept of leadership pipeline refers 
to potential executives (of all ages) who are developed by different means to become 
part of the executive leadership.  
Based on the empirical evidence presented in this study, the following hypotheses 
have been formulated: 
H10: There is a positive relationship between Succession Planning and Human 
Development. 
H20: There is a positive relationship between Succession Planning and the Perceived 
Success of Emotional Intelligence Training. 
5.4 SUMMARY 
This chapter has presented the development of the theoretical model to be empirically 
tested and verified. The theoretical model is presented as Figure 5.1.  The factors that 
influence the success of human development and the perceived success of emotional 
intelligence training for executive-leadership development in SA have been found to 
comprise ten major determinants.  The ten determinants include the following 
independent variables, namely: Leadership Development, Change Management, Skill 
development, Wisdom, Values alignment, Spiritual Intelligence, Outside Advice, 
Emotional Intelligence, Cultural Intelligence and Succession Planning.  A total of 21 
hypotheses have been discussed and proposed. 
Given the mounting human development challenges and executive leadership crises 
globally, the proposed theoretical model aims to serve as a practical emotional 
intelligence-based framework for developing and training executive leaders. The 
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identified executive leadership failures and the increasing phenomenon of falsified 
qualifications amongst senior executive leaders in South Africa has increased the 
relevance and the application of the proposed theoretical training model. 
The research methodology applied in this study will be discussed in Chapter 6. The 
research process, design and instruments, including the methods used to measure 
the proposed theoretical model will also be defined. The technique of Structural 
Equation Modelling (SEM) was used to conduct quantitative testing and analyses of 
the collected data, and to assess the hypothesised relationships of the conceptual 
theoretical model presented in this chapter.    
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CHAPTER 6 
RESEARCH METHODOLOGY 
“The essence of [research] mathematics is not to make simple things complicated, but to make 
complicated things simple.” 
S. Gudder (Zikmund et al., 2013:583). 
6.1 INTRODUCTION 
Substantial research has been conducted in terms of leadership development, 
however, the impact and perceived success of emotional intelligence training in 
leadership development is under-researched (Goodmen, 2014:7; Singh, 2009:262; 
Bunker et al., 2010; Goleman, 2011:277; 2004:36; Goldsmith et al., 2003:198; Barling 
et al., 2000:160; Fiedler, 1996:243). Globally emotional intelligence, also referred to 
as self-science, is regarded as a relative new development (Goleman, 2011). This 
study addresses the limitation in the human development and leadership development 
training programmes by identifying those factors that may influence the perceived 
success of emotional intelligence training. 
The primary research objective was formulated and discussed in Chapter 1 as:  
To investigate the factors that influence the perceived success of leadership 
development in SA, and subsequently the development of a practical emotional 
intelligence training model for sustainable executive leadership development.  
The aim of this study is to generate dependable data derived from professionally 
conducted research practices and standards of scientific methods that can be used to 
make decisions reliably (Cooper & Schindler, 2011:12; Ritchie & Lewis, 2003; Mouton 
& Marais, 1990). The research methodology, therefore, has to focus on the research 
process and procedures including problem formulation, conceptualisation, 
operationalisation, sampling, data collection, data analysis and interpretation (Babbie, 
2016:114; Mouton, 1996; Mouton & Babbie, 2001). The key elements and the flow of 
the research process which was followed in this study, is visually presented in Figure 
6.1.  
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Figure 6.1: Key elements of the research process 
 
Source: Babbie (2016:114). 
The purpose of this chapter is to describe the research methodology that was used to 
achieve the research objectives. This includes a description of the population studied, 
the sampling unit and sampling technique, data collection and the questionnaire 
administering process. Thereafter, the operationalisation of the dependent and 
independent variables is addressed, as well as the validity and reliability of the data.  
The final part of the chapter presents a description of the Structural Equation Modelling 
(SEM) technique that was used to test the proposed theoretical model, shown in 
Figure 5.1 of the previous chapter, primarily based on the work of Hair et al. (2010:611-
655), Hoyle (2012:197), Kline (2011:92) and Hancock and Mueller (2006:273, 277). 
SEM was chosen for this research for various reasons, including the fact that SEM 
affords the researcher the opportunity to identify underlying relationships or to model 
constructs that are either difficult or nearly impossible to observe. Hoyle (2010:56) lists 
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examples of the difficult-to-observe constructs as typically found in formal theories of 
human behaviour and attributes such as “personality, attitudes, motives, emotions, 
and abilities”. The relevance of SEM in this study is thus motivated by those constructs 
and theoretical accounts of behaviour that need to be evaluated empirically. Hoyle’s 
(2012:56) listed behaviour examples are closely related to the constructs identified in 
this study pertaining to the perceived success of emotional intelligence training and 
executive leadership development. 
6.2 RESEARCH DESIGN 
The research approach of this study entails a primary research and a secondary 
research process (Collis & Hussey, 2014:226). 
6.2.1 Secondary research 
A literature review or study is generally viewed as secondary research and data when 
the data was collected previously. For the purposes of this research, a literature review 
is defined as “an interpretation of a selection of published and, or unpublished 
documents available from various sources on a specific topic that optimally involves 
summarisation, analysis, evaluation and synthesis of the documents” (Collis & 
Hussey, 2014:76, 226; Williams & Vogt, 2011:186; Babbie, 2016:119; Burns, 
2000:396; Creswell & Plano Clark, 2007:29). According to Neuman (2014:126; 
2006:111) the goal of a literature review involves the following aspects: 
 To demonstrate a familiarity with a body of knowledge and establish credibility; 
 To show the path of prior research and how the current study is linked to it; 
 To integrate and summarise what is known in an area, and 
 To learn from others and stimulate new insights. 
Following on Neuman (2014:126; 2006:111), Bryman (2012:8) emphasises the 
significance of a literature review to identify controversies and clashes of evidence of 
previous findings in order to contribute to the body of knowledge. The literature review 
in this study primarily focuses on existing literature and global theories on the topic of 
human development, emotional intelligence and executive leadership development.  
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6.2.2 Primary research 
Primary data refers to data that is specifically collected for a research study (Collis & 
Hussey, 2014:226; Zikmund et al., 2013:55, 185). The survey technique and 
questionnaires were chosen to collect raw data for the research. This data has been 
correlated with identified variables that could influence the success of the proposed 
emotional intelligence training model for sustainable executive leadership 
development.  
6.2.3 Research paradigm 
Neuman (2014:96) defines a research paradigm as “a general organising framework 
for theory and research that includes basic assumptions, key issues, and models of 
quality research, and methods for seeking answers”.  
A research design therefore, is paramount to the success of a research study and 
could be described as similar to a road map for a traveller.  It should contain a set of 
guidelines and instructions to pursue and address the research problem (Neuman, 
2014:126, 478; Mouton, 1996). A research design’s goal is therefore, to design a study 
to produce empirical results. The SEM technique was chosen which requires the 
careful planning of the factors necessary for a successful SEM analysis (Hair et al., 
2010:639). Zikmund et al. (2013:64) refer to the research design as a master plan that 
should accommodate the whole research process including the end-product (Mouton 
& Babbie, 2001). The omission of significant procedural details could jeopardise the 
validity, reliability and confidence of the findings and recommendations (Cooper & 
Schindler, 2011:13). Therefore, the primary research objective, methods and 
procedures for collecting and analysing the data should be clearly defined (Neuman, 
2011:165). This study includes the use of quantitative data in charts, graphs or tables, 
making data available to others for re-analysis as proposed by Neuman (2011:171). 
The ultimate goal of a research study should be to maximise the validity of the eventual 
results or findings (Mouton, 1996; Collis & Hussey, 2014:130; Zikmund et al., 
2013:271). 
This research has applied a positivistic research paradigm. Neuman (2011:95) 
advocates this approach as precise quantitative data, focusing on rigorous, exact 
measures and objective research. Babbie (2016:35) also defines positivism as a 
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“system grounded on the rational proof/disproof of scientific assertions; assumes a 
knowable, objective reality”.  Bryman’s (2012:28) reference to positivism is also in line 
with this study referring to an epistemological position that advocates the “application 
of the methods of the natural sciences to the study of social reality”.  The following key 
aspects of a positivistic paradigm approach relevant to this study include: 
 The use of large samples which tend to produce quantitative data which is 
highly specific and more accurate (Zikmund et al, 2013:67);  
 It attempts to develop and test theories and models (Welman & Kruger, 2001); 
 It seeks explanations and predictions, with the intent to establish, confirm, or 
validate relationships and to develop generalisations that contribute to theory 
(Collis & Hussey, 2014:44; Leedy & Ormrod, 2010); 
 An organised method for combining deductive logic with precise empirical 
observations (Neuman, 2011:95), and  
 The discovery and confirmation of a set of probabilistic casual laws that can be 
used to predict general patterns (Neuman, 2011:95). 
Chapters 2 to 4 deal with the construction of a theoretical model and hypothesis after 
an in-depth literature study of emotional intelligence, human development and 
leadership development in line with the positivism paradigm approach.  According to 
Collis and Hussey (2014:7) the aim of such research process is to quantify and assess 
the relationship between the independent variables and the dependent variables in a 
population.  Neuman (2011:165, 166, 182) also postulates that the process usually 
ends with confirmation or disconfirmation of the hypothesis that was tested. Collis and 
Hussey (2014:227) elaborate that the hypothesis is empirically tested against the data. 
If statistically significant evidence exists to reject a null hypothesis, an alternative 
hypothesis may be accepted. The null hypothesis indicates that variables are 
independent of one another with no relationships, whereas the alternative hypothesis 
indicates that variables are associated with one another confirming a relationship 
(Collis & Hussey, 2014:227). 
According to Neuman (2011:167) a quantitative approach has a distinct logic that is 
systematic and follows a linear research path. Quantitative research designs therefore, 
could either be descriptive or experimental. A descriptive study focuses on 
associations between variables and generally requires a large sample collection for 
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an accurate estimate of the relationship between variables (Collis & Hussey, 
2014:226). Collis & Hussey (2014; 2009) and Zikmund et al. (2013:647) point out that 
causal research investigates causality among variables to identify cause-and-effect 
relationships among variables. The main goal of causal research focuses on the 
identification of the cause-and-effect relationships among variables (Hair et al., 
2010:625; Zikmund et al., 2013:282). Hoyle (2012:70) highlights the causality 
foundations of SEM  emphasising a “statistical methodology that takes a confirmatory 
(hypothesis testing) approach to the analysis of a structural theory bearing on some 
phenomenon”.  In order to determine the extent to which the hypothesised model is 
consistent with the data, it can be tested statistically in a simultaneous analysis of the 
entire system of variables. Hoyle (2012:88) also refers to the methodology of SEM as 
a “causal-interference engine”. For an accurate estimate of the relationship between 
variables an experiment may require fewer subjects than a descriptive study (Collis & 
Hussey, 2014:63).  The quantitative research design associated with this study can be 
classified as an explanatory study as the sample collection amounts to 360 
participants. 
6.3 QUANTITATIVE TESTING AND ANALYSIS 
Apart from other processes, a quantitative approach involves the collection and 
analysis of numerical data and the application of statistical tests (Collis & Hussey, 
2014:130). Three elements, namely data collection, data analysis and the inference of 
new hypotheses, form part of a theoretical model-building process (Buys, 2007). Hair 
et al. (2010:575) highlight the importance that the researcher should be guided by the 
research objectives in constructing the perceptual map of the research process. 
The preliminary construction and assessment of a conceptual model of factors 
hypothesised to influence human development and perceived success of emotional 
intelligence training were conducted. This phase includes in-depth discussions with 
academics, a number of Chief Executive Leaders and experienced trainers in the field 
of leadership development and emotional intelligence. The aim thereof is to identify 
shortcomings in the conceptual model and strengthen validity orientations prior to 
constructing measurement instruments. Minor improvements to the proposed 
conceptual model and research methodology were made. 
324 
The data collection stage of the above process is described in this chapter, while the 
analysis of the data is discussed in Chapter 7. 
6.3.1 Population studied and sampling frame 
A population can be defined as the abstract idea of a large group of many cases from 
which a researcher draws a sample and from which results are generalised (Neuman, 
2011:241). It is basically the theoretically specified aggregation of study elements from 
which the sample is actually selected as respondents or units of analysis (Babbie, 
2016:97; Mouton & Babbie, 2001). A sampling frame is a list of cases in a population 
or a record of the population from which a sample can be drawn (Neuman, 2011:246). 
The unit of analysis refers to the object, phenomenon or entity the researcher wants 
to investigate to which the results apply (Collis & Hussey, 2014:345).  
The framework for this study involves the testing of relationships between individuals’ 
perceptions towards leadership development (Hair et al., 2011:708). As applicable in 
this study, Hair et al. (2010:712) highlight the possibility of multiple units of analysis in 
the same model in dealing with cases of individuals’ perceptions on matters of 
organisational culture. The population can also include a body of people or any other 
collection of items under consideration for research purposes (Collis & Hussey, 
2014:131).  After defining a target population, it has to be operationalised by the 
construction of the sampling frame, which refers to the set of all the cases from which 
the sample will actually be chosen (Neuman, 2011:245, 246).  
The SEM process involves a hypothesis about the structure of relationships between 
manifest variables and latent variables in a specific population. It also contributes to 
the population validity, which refers to the degree of the generalisation between the 
findings obtained for a sample and the total population to which the research 
hypothesis applies (Hair, 2010:712). 
Prior knowledge of the population characteristics, such as the availability of the target 
population, expertise and experience, is an important criterion in sample design 
(Leedy, 1980; Zikmund, 2003). Zikmund et al. (2013:432) advise that a pilot study can 
be conducted when a lack of prior knowledge concerning population estimates exist. 
This study is concerned with a specialised field of emotional intelligence maturity of 
executive leaders and specifically leadership training and development. The scope of 
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this study includes global leadership crises as well as recent executive leadership 
failures in South Africa and in particular in the SAPS. In Chapter 1 the dismissal of four 
consecutive National Commissioners of the police, under a cloud of corruption, is 
discussed. The pilot study was also used to measure the respondents’ knowledge of 
the leadership failures in the SAPS to possibly include them as research items in the 
questionnaire. The official total SAPS member count is 193 692 (Phiyega, 2015:33).  
The population for this research is identified as senior and executive leadership in both 
the private and public sectors in SA and abroad.  Although the population sample does 
not represent the total population size associated with the study, namely executive 
leaders and board members, it represents a clearly definable quota of the population 
concerned within this study. The basic demographic information which was collected 
is discussed in paragraph 5.4.6. The executive leadership fields from which the sample 
frame was drawn includes the private enterprise, public sector, retired people and 
individuals from non-governmental organisations.. 
6.3.2 Sampling and sampling bias  
The primary goal of a sampling technique is to create a representative sample that 
closely reproduces features of interest in the population related to the study (Neuman, 
2011:241). In brief, a sample refers to a subset of the larger population (Zikmund et 
al., 2013:67).  The process of sampling involves any procedure that draws conclusions 
based on the measurements of a portion of the population (Zikmund et al., 2013:66). 
Two important elements in sampling are:  to ensure that precise sampling procedures 
and population representivity are followed.  If pursued correctly, the sample data 
results can be generalised to the entire population (Neuman, 2011:241).  In general, 
a sample can be defined as a portion of a population that represents the larger 
population that is selected to participate (Cooper & Schindler, 2011:395; 2007:717). A 
sampling unit or unit of analysis relates to a single element or group of elements 
including the variables in the study, the research problem and data collected and the 
analysis thereof (Collis & Hussey, 2014:101; Zikmund et al., 2013:390).  
Sampling can be divided into two categories, namely:  non-probability sampling and 
probability sampling (Zikmund et al., 2013:392). Probability sampling allows the 
researcher to select in advance, each segment of the population to be presented in 
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the sample (Zikmund et al., 2013:392).  The non-probability sampling refers to where 
the sample units are selected on the basis of personal judgement or convenience 
(Zikmund et al., 2013:392).  Cooper & Schindler (2011:384) highlight the practical 
considerations that in some cases afford the researcher to select a sample on the 
basis of cost and time, known knowledge of the population, its elements, and the 
purpose or objectives of the study. 
According to Prins et al. (2011:4-8) and Coleman 1996:xi) the combination of 
emotional intelligence and human development is a relative new science with limited 
empirical research results. Prins et al. (2011:4) highlight the paradigm shift towards a 
more appreciative and culminated interest in emotional intelligence within the positive 
psychology movement after the publication of the benchmark publication of the 
January and March 2001 issues of American Psychologist journal. The organisational 
psychology domain also made calls for a “proactive, positive approach emphasising 
strengths …” by means of theory and research driven appeals (Prins et al., 2011:4). 
The appeal for stronger focus on emotional intelligence towards a “more positive 
approach, emphasising positive qualities, human strengths, and optimal 
functioning rather than malfunctioning and weaknesses” heralded a new era within 
the psychological and organisational psychology’s traditional paradigms (Seligman & 
Csikszentmihalyi, 2000; Storm & Rothman, 2003 in Prins et al. 2011:5). Although a 
large percentage of executive leaders are exposed to the topic, very few seem to have 
in-depth knowledge or personal experience of the significance of emotional 
intelligence. The practicality of snowball sampling (non-probability) is therefore used 
in this study. Gray et al. (2007:117) point out that snowball sampling is effective where 
“highly specialised”, or “insider” interest groups, and “networks that form or come 
together quickly or temporarily” are involved. The snowball effect in the sampling 
process means that more participants are subsequently introduced by participants 
who complete questionnaires (Neuman, 2011:267). The researcher therefore, also 
targets tertiary and business school institutions to identify participants. Various 
refutable training companies assisted in identifying participants including a number of 
psychologists and labour brokers. 
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6.3.3 Sampling bias 
Zikmund et al. (2013:188) argue and define sample bias as a persistent tendency of 
sample results to deviate from the true value of the population parameter. Two basic 
sample bias problems can be characterised as respondent error and administrative 
error. 
Ritchie and Lewis (2003:80) also indicate that purposive sampling demands greater 
objectivity that must “stand up to independent scrutiny”. Zikmund et al. (2013:395) also 
note that special care should be taken especially when snowball sampling has 
occurred because of the increased risk of bias that the referred participant may have 
a similar opinion and experience. The researcher purposefully maintains a balanced 
mixture of representivity based on demographic, gender, experience and expertise in 
terms of the research question. A concerted effort was introduced in an attempt to 
ensure that participants fell within the ambit of the sampling frame and that the 
administrative processes were conducted on a professional level.   
6.3.4 Sample size 
Gray et al. (2007:113) postulate that the “larger the sample, the smaller the margin of 
error” however using larger samples is costlier and more time-consuming. Zikmund et 
al. (2013:67) is in agreement and notes that the larger samples are more accurate. 
Collis & Hussey (2014:198) suggests three considerations when planning a sample 
size, namely: 
 The statistical analysis planned; 
 Expected variability in the subsets sample, and 
 Traditional history in a particular research field that constitutes an appropriate 
sample size. 
Further consideration could include calculating the minimum sample size required to 
reflect the size of the population. In some questionnaire surveys the response rate 
could differ and could be 10% or lower which will impact the sample size (Collis & 
Hussey, 2014:198).  
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According to Bryman (2012:197) time and cost is considered an important element 
when planning the size of samples especially because larger samples become 
decreasingly cost efficient.  
In the SEM analysis the sample size has a direct bearing on the tests which are 
influenced by the sample size and the magnitude of differences in covariance 
matrices.  Discriminant analysis is sensitive to the ratio of the sample size of predictor 
variables (Hair et al., 2010:252, 522). 
The sample size of this study falls within the recommended boundaries of 200 to 400 
for models with 10 to 15 indicators (Hair et al., 2010:313; Hoyle 2012:161, 191, 285). 
The sample size of this study amounts to 360 participants. 
6.4 THE EMPIRICAL STUDY 
6.4.1 Method of data collection 
Babbie (2016:247) emphasises the use of survey research, which is applied in this 
study, to conduct exploratory research when the unit of analysis is individual people. 
A respondent is defined as a person who provides data for analysis by responding to 
a survey questionnaire (Zikmund et al., 2013:185).  The survey method is regarded as 
one of the best options to collect data for analysis to describe a population which is 
too large to observe (Neuman, 2011). The relevance of surveys for this study in 
particular is, according to Babbie (2016:247), excellent to measure attitudes and 
orientations in a large population.  
Sample survey includes the use of collecting data from a sample by using a 
questionnaire. The advantages include that over the past 50 years it has become 
accurate and scientific and provides a quick, inexpensive and efficient means to 
assess information regarding a population (Zikmund et al., 2013:187). 
For this study, the survey technique was used to collect the raw data based on the 
factors influencing the perceived success of emotional intelligence training in 
leadership development in South Africa.  A self-administered questionnaire was 
carefully constructed based on the evidence provided in the literature in Chapters 2 to 
4. This approach is in alignment with a positivistic research paradigm in that scientific 
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truths can be verified positively by empirical observations and logical analysis (Babbie, 
2016:35; Collis & Hussey, 2014:111).  The results obtained from the returned 
questionnaires were statistically analysed by means of the Structural Equation 
Modelling (SEM). The advantage of conducting survey research is that a number of 
variables can be measured with the questions and test hypotheses at the same time 
(Neuman, 2011:311). 
6.4.2 The questionnaire as research instrument  
As mentioned, survey research is conducted deductively where variables are 
conceptualised before variables are operationalised as one or more survey question(s) 
(Neuman, 2011:312). According to Collis and Hussey (2014:343) a questionnaire 
refers to a method of collecting primary data by means of well-planned structured 
questions with the aim to eliciting reliable responses. 
The following guidelines should be taken into account when using a questionnaire 
(Cooper & Schindler, 2011:329; Zikmund et al., 2013:334): 
 Objectives of the study; 
 Participant’s level of information about the topic; 
 Participant’s motivation level to share information, and 
 Information and cover letter requesting participation should be specific and 
clear. 
Based on the literature study presented in Chapters 2, 3 and 4 a structured 
questionnaire was developed to source the primary data to test the hypothesised 
relationships depicted in the conceptual model, and consequently to identify the 
factors influencing the perceived success of emotional intelligence training on 
leadership development in South Africa. The self-administered structured 
questionnaires pose a number of challenges especially regarding specific phrases 
common in emotional intelligence literature which is not commonly known such as the 
meaning of “emotional matured leaders”. The questions were therefore carefully 
selected and refined to minimize inaccurate answers and to ensure the questionnaire 
collects only the relevant information needed to solve the research problem (Zikmund 
et al., 2013:335). One of the challenges was to counteract the overload of social media 
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brought about by modern day. This includes the challenge of time limitations that 
executive leaders face every day.  
The questionnaire developed for the study (see Annexure C) comprised of a covering 
letter and an additional section giving clear instructions with regard to the completion 
of the questionnaire. The cover letter on a Nelson Mandela Metropolitan University 
(NMMU) official letterhead introduced the researcher, supplied contact details of the 
promoter and provided details concerning the purpose of the study and the type of 
information that is required.  In addition, the assurance of confidentiality was provided. 
As the bulk of the questionnaire was web-based on the NMMU’s web-survey, the 
essence of the mentioned information was included in the questionnaire.  The use of 
internet questionnaire distribution and management is in accordance with Zikmund et 
al. (2013:4) a notion of using available technology including the use of internet 
questionnaire distribution. The covering letter sent via email also indicated the time 
that it most probably will take to complete. This data was collected during the pilot 
study. The questionnaire was only presented in English.   
6.4.3 Questionnaire design 
The research design process was refined to ensure that the research objectives were 
met by carefully constructing each question based on the literature. The wording of 
the qualifying questions was based on the design methodology from various renowned 
research studies including Leedy and Ormond (2010), Zikmund et al. (2013), Babbie 
(2016), Collis and Hussey (2014), Bryman (2012), Quinlan et al. (2015) and Neuman 
(2014; 2011). Some of these considerations include the following summary pertaining 
to questionnaire design: 
 Concise language must be used; 
 Avoid double-barrel questions; 
 Each question must only address one topic; 
 Questions must demand a specific response; 
 Sensitive topics must be avoided; 
 No ambiguous language 
 Avoid assumptions; 
 Avoid leading questions; 
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 Construct questions to generate variance; 
 The layout must be easy to follow; 
 Clear instructions must be given, and  
 The questionnaire must first be tested by means of an appropriate pilot study. 
In addition, Mouton and Babbie (2001) also highlight that the researcher must make 
sure that respondents are competent to answer the questions. As a precautionary 
measure a number of cross-check questions were included (Collis & Hussey, 
2014:211). The use of academic phrases in the emotional intelligence field of study 
was avoided to ensure that participants were on the same level and clearly understood 
every question. Welman and Kruger (2001) highlight the importance that most of the 
respondents must understand the question in the same way, which is relevant to this 
research because the studied population consists of various elements.  Following on 
Welman and Kruger (2001), Collis and Hussey (2014:137) advise that non-threatening 
words and phrases that are familiar to respondents should be used in questionnaires. 
According to Collis and Hussey (2014:137) respondents are also more reluctant to 
answers current indiscretions than past indiscretions when answering questionnaires. 
This aspect, in particular, guided the word formulation process as the questionnaire 
was distributed simultaneously with allegations of corruptive behaviour concerning 
South Africa’s President Zuma. Particular care was taken not to use emotive phrases 
that could be detrimental for this study.  
The final questionnaire consisted of 73 worded statements or items linked to the 
variables that influence the perceived success of emotional intelligence training. A 7-
point Likert-type interval scale was used and respondents were requested to indicate 
their extent of agreement or disagreement with regard to each statement, which 
ranged from 1 (strongly disagree) to 7 (strongly agree) (Bryman, 2012:166).  The Likert 
scale is an attitude scale based on different assumptions about the relationship 
between individuals, their attitudes and their responses to the items (Bryman, 
2012:173,174). Interval measurement scales, according to Leedy and Ormond (2010), 
also allow the use of more advanced statistical procedures.  The opportunity to use 
SEM as statistical means was therefore a predominant motivating factor for using an 
interval scale in this research. 
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6.4.4 Pilot study  
Babbie (1973:211) highlights the importance of “a miniaturised walkthrough of the 
entire study from sampling to reporting”. Zikmund et al. (2013:63) describe the 
significance of a pilot study as a similar purpose to test-drive a car before buying it. A 
pilot study can be defined as “a small-scale research project that collects data from 
respondents similar to those to be used in the full study” (Zikmund et al., 2013:63). 
The pilot study familiarises the researcher with the research process and affords the 
researcher the opportunity to eliminate possible errors and improper control of 
extraneous conditions during the initial stages of the study (Cooper & Schindler, 
2011:215; Ritchie & Lewis, 2003:135). In this study the pilot study was also used to 
ensure that the collected data contributes to the research goal and supported the 
desired aims and objectives. This pilot study included colleagues, friends and 
respondent surrogates as suggested by Cooper and Schindler (2011:89). Three 
experienced research academics participated and assisted the researcher during the 
pilot study as suggested by Nunnally (1978). 
Neuman (2011:312) encourages that specific feedback during the pilot study should 
focus on whether the questions are clear and if the researcher’s intended meaning of 
the questions are perceived accordingly. A pilot study to test and evaluate the 
proposed instruments was conducted with a total of 25 participants. The pilot study 
feedback assisted with the refinement of the item questions to a great extent in order 
to focus the attention on relevant and important data (Neuman, 2011:312, 436; 
Zikmund et al., 2013:63). The pilot study participants’ feedback was also evaluated in 
terms of a reliability assessment. All 25 participants in the pilot study responded by 
completing the questionnaire and supplied valuable information regarding the 
phrasing of the questions. Their feedback regarding the time it took to complete the 
questionnaire was essential and was used in the covering letter during the data 
collection stage. The final stage of the pilot study was to sequentially code and 
randomly position the questions in the questionnaire. 
6.4.5 Administration of the questionnaires 
Respondents were invited to participate through direct telephone calls, personal visits 
to private and corporate institutions and the selective distribution of e-mails to the 
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target population. The researcher’s wide training network based on 26 years' 
experience, both nationally and internationally, provided a firm base of qualifying 
criteria respondents. The questionnaires were distributed to all identified respondents.  
In order to ensure that the respondents met the criteria to participate in this study, and 
to ascertain the required coverage of the population, most questionnaires were 
forwarded to and collected by the researcher personally. 
Meticulous record-keeping and follow-up communications ensured that a high 
response rate was achieved. The concise and carefully worded email containing 
relevant information included the NMMU’s web-survey link which participants could 
access within seconds. The researcher’s code to access and frequently evaluate the 
completed results and progress was a major source of motivation. This practice is in 
accordance with Babbie’s (2016:263) notion of “monitoring returns” providing the 
researcher gratification to draw a holistic picture of successful data collection. The 
snowball sampling effect, as discussed previously, greatly assisted with the 
distribution of the email to experienced leaders in the private and public domain. In the 
majority of cases participants acknowledged receiving and completing the on-line 
questionnaire. In one case a company requested permission to include some of the 
item questions in their training curricula of leadership training.  
A total of 563 questionnaires including distribution through email communication, and 
hard copy questionnaires were distributed to selective participants. In most cases 
emails were sent to the researcher after participants forwarded the questionnaire to 
their network contacts with a motivation of the respondent why their network contacts 
should participate. Based on their positive reaction and effort to re-distribute, an 
assumption could be made that the questionnaire was stimulating and did not take too 
long to complete. The cover letter, sent to respondents, requested that they forward 
the email to their trusted senior leadership network. The questionnaires were 
completed during July 2015 and sent out to respondents during July and August 2015. 
The survey was closed on 15 February 2016. A record of the completed surveys was 
kept.   
A total of 368 completed questionnaires were received.  The number of rejected 
responses amounted to eight, which were removed based on the following: 
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 The respondent did not meet the inclusion criteria; 
 Too many fields were left open; 
 Two respondents tended to populate most items with a single scale item 
selection, indicating that they did not read the questions thoroughly, and 
 In one case a completed questionnaire was discarded based on the possibility 
that it had been completed twice by the same participant. This assumption was 
based on exact demographic detail and date completed. 
Copies of the relevant administration are guarded safely by copying the data onto 
multiple electronic devices including filing the completed hard copies for safekeeping 
and possible scrutiny. Participants were emailed and informed that the research 
survey was closed. A number of respondents requested the outcome of the study. The 
respondents’ contact details and requests have been filed to contact them after the 
completion of this study. 
6.4.6 Demographic information 
The respondents’ information included their age, gender, leadership experience in 
terms of years, education and qualifications, their involvement in private, public or 
NGO companies as well as their geographical location formed part of the data 
collection. The demographic section in the questionnaire included two qualifying 
questions based on leadership experience and emotional intelligence. 
A concentrated  effort was followed in an attempt to select and involve homogeneous 
groups and individuals with executive leadership exposure and experience. A 
homogenous approach involves people that share a number of similar characteristics 
relating to demographic factors such as age, income, personality, skills and abilities or 
work experience (Cooper & Schindler, 2011:558; Ivancevich, Konopaske & Matteson, 
2005:328; Farrington, 2009:125). Heterogeneous groups generally consist of 
individuals who have few or no similar characteristics (Cooper & Schindler, 2011:175, 
379). Homogeneous groups tend to be more cohesive, while heterogeneous groups 
may outperform homogeneous groups in certain situations because of their knowledge 
and experience of a specific field (Cooper & Schindler, 2011:175,551; Farrington, 
2009:125). Neuman, (2014:55) however, points out the challenges of selecting certain 
relevant aspects among the “enormous multitude of facts that confront the investigator 
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of social phenomena” when considering the selection of groups. Neuman (2014:55) 
refers to disparities among highly educated and high-income people opposed to less 
educated and low-income people pertaining to their behaviour patterns and 
viewpoints. Based on Neuman’s (2014) notion of disparities the participants in this 
study were requested to provide an indication of their qualifications in the 
questionnaire. 
The following demographic information was obtained in Section B of the 
questionnaires. The demographic information is summarised in Table 6.1. 
Table 6.1: Summary of demographic information 
TOTAL SAMPLE SIZE: n=360 
GENDER FREQUENCY PERCENT 
CUMULATIVE 
FREQUENCY 
CUMULATIVE 
PERCENT 
Male 226 62.8 226 62.8 
Female 134 37.2 360 100 
AGE FREQUENCY PERCENT 
CUMULATIVE 
FREQUENCY 
CUMULATIVE 
PERCENT 
18-25 Years 8 2.23 8 2.23 
26-35 Years 62 17.23 70 19.46 
36-45 Years 74 20.56 144 40.02 
46-55 Years 105 29.17 249 69.19 
55 Years + 111 30.84 360 100 
EDUCATION FREQUENCY PERCENT 
CUMULATIVE 
FREQUENCY 
CUMULATIVE 
PERCENT 
Grade 12 37 10.28 37 10.28 
Certificates 52 14.45 89 24.73 
Degree 128 35.56 217 60.29 
Honours degree 52 14.45 269 74.74 
Master’s degree 66 18.34 335 93.08 
Doctorate 25 6.95 360 100 
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EXPERIENCE 
FIELD 
FREQUENCY PERCENT 
CUMULATIVE 
FREQUENCY 
CUMULATIVE 
PERCENT 
Private 180 50 180 50 
Public 133 36.95 313 86.95 
NGO 29 8.06 342 95.01 
Retired 18 5 360 100 
REGIONAL 
LOCATION SA 
FREQUENCY PERCENT 
CUMULATIVE 
FREQUENCY 
CUMULATIVE 
PERCENT 
Eastern Cape 192 55.5 192 55.5 
Free State 3 0.9 195 56.4 
Gauteng 84 24.3 279 80.7 
KwaZulu-Natal 3 0.9 282 81.6 
Mpumalanga 5 1.5 287 83.1 
North West 
Province 
1 0.3 288 83.4 
Western Cape 58 16.8 346 100 
INTERNATIONAL 
LOCATION 
FREQUENCY PERCENT 
CUMULATIVE 
FREQUENCY 
CUMULATIVE 
PERCENT 
Botswana 1 7.15 1 7.15 
Britain 1 7.15 2 14.3 
Ghana 1 7.15 3 21.45 
Greece 1 7.15 4 28.6 
Lesotho 1 7.15 5 35.75 
Mexico 1 7.15 6 42.9 
Saudi-Arabia 1 7.15 7 50.05 
Somalia 1 7.15 8 57.2 
Tanzania 1 7.15 9 64.35 
United States of 
America 
5 35.72 14 100 
Source: Researcher’s own construction (2016) 
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6.5 OPERATIONALISATION OF VARIABLES 
Hair et al. (2010:669) refer to an operationalisation process in SEM as the manner in 
which a construct is represented. In confirmatory factor analysis, a set of measured 
variables is used to represent the construct in the case of this study. Neuman 
(2011:203) argues that the operationalisation refers to the link between a conceptual 
definition to a set of measurement techniques such as a questionnaire that represents 
the abstract construct as it is expressed in the conceptual definition. Neuman 
(2011:203) also defines operationalisation as “the process from moving a construct’s 
conceptual definition to specific activities that allow a researcher to observe it 
empirically”. 
The process of defining the constructs and their relationships should precede their 
empirical testing. The time order between variables is equally important as the 
dependent variable construction cannot precede the independent variables (Cooper & 
Schindler, 2011:153,208).  The phases to operationalise the variables are to carefully 
define it, based on theory and to compile a list of characteristics denoted by the 
concept for measurement (Cooper & Schindler, 2011:211).  When a measuring 
instrument is then constructed, the items or questions are regarded as indicators of 
the list of denoted characteristics (Cooper & Schindler, 2011:211,217; Mouton, 1996). 
The specifications and procedures must be defined clearly to ensure that all the 
participants understand and classify the concepts and objects in the same way, as 
confusion about the meaning of concepts can destroy the value of a research study 
(Cooper & Schindler, 2011).  A hypothesis should be operationalised and transformed 
into variables to describe relationships which can be measured and subjected to 
testing (Cooper & Schindler, 2011:211). Although operational definitions do not 
guarantee accuracy, it assists the researcher to verify an abstract construct by means 
of concrete variables.     
According to Hair, Black, Anderson and Tatham (2006:735) it is appropriate to develop 
new scales when new fields of study are researched or when limited previous research 
in a particular field exists, as in the case of emotional intelligence and executive 
leadership development. 
This section will define the variables of interest operationally, including the process 
followed to develop valid and reliable scales of measure.  The questions were 
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formulated in such a way to measure every latent variable in the measuring instrument 
at least five items. The various definitions of independent and dependent variables will 
be discussed below. 
6.5.1 Operationalisation of the Dependent, Independent variables and 
Demographic information 
In this section the operationalisation of the two dependent variables of human 
development and the perceived success of emotional intelligence training including 
the independent variables of Emotional Intelligence Development, Spiritual 
Intelligence, Cultural Intelligence, and Organisational Cultural Behaviour, Values 
Alignment and Leadership Development will be discussed. 
6.5.1.1 Dependent variable: Perceived Success of Emotional Intelligence 
Training 
For the purpose of this research the perceived success of emotional intelligence 
training for executive leadership development in South Africa is defined as the degree 
to which the proposed emotional intelligence training model results in an increased 
level of emotionally matured leadership development. This leadership development 
includes the positive impact it has on emotional competence, emotional well-being, 
higher effectiveness, professionalism, catering for current and future leadership 
development programmes for all groups such as the youth and gender representivity. 
An eight-item scale was therefore developed to measure perceived success of 
emotional intelligence training for leadership development. These items were largely 
self-constructed based on emotional intelligence and leadership training development 
literature (Goleman, 1996:xi; Prins et al., 2011:4-8; Bunker et al., 2010:99; House et 
al., 2014:79; Isdell & Beasley, 2011; Maughan, 2013:58; Cann, 2015; Goodmen, 
2014:7). The researcher’s experience of more than 26 years in SA and internationally, 
in human development and leadership training programmes, both in the private and 
public sectors, contributed to the construction of the item scale. The scale was 
developed to measure the specification of service-orientated leadership practices, 
cultivating a positive mind-set, key emotional elements such as empathy, ethics and 
good governance and role-model leadership enhancement. 
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6.5.1.2 Dependent variable: Human Development 
Human development and leadership development is closely inter-related and forms a 
nexus throughout this study. For the purpose of this study, human development is 
defined as a development pattern that puts people as its ultimate objective. People’s 
wellbeing – and not the achievement of a high level of gross domestic product – is the 
ultimate purpose of human development (Vrbensky’s, 2014:3).  
The following aspects constitute human development: “basic human functional 
capabilities, axiological categories, dimensions of well-being, universal human values, 
quality of life domains, universal psychological needs and basic needs” (Barak & 
Hacker, 2012:vii). 
A six-item scale was formulated to cover the elements of emotional well-being as the 
key factor of human development in organisations, recognising that human 
development is a multi-faceted process. Empowering people is the ultimate purpose 
of human development, recognising cultural diversity and representivity and 
acknowledging that it is an on-going process. 
6.5.2 Operationalisation of the Independent Variables 
The following section presents the operational definitions of the independent variables 
based on an interpretation of the literature review including previous empirical studies 
as part of the secondary research.  
6.5.2.1 Leadership 
The multiplicity of leadership theories suggests that there is not only one grand theory 
(McElroy, 1982; May, 2010:33).  Over 350 different definitions of leadership exist in 
academia today (Carver, 1989; May, 2010:33). 
For the purpose of this research Northouse’s definition was selected stating that 
leadership “is a process whereby an individual influences a group of individuals to 
achieve a common goal” (Northouse, 2007:3).  According to May (2010), scholars 
largely agree upon Northouse’s (2007:3) definition, but contextual gaps exist - it leaves 
the place of context open. Leadership is influenced by many factors and it is not 
surprising to find a corresponding complexity in the leadership literature (May, 2010). 
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Northouse’s (2007:3) definition resembles Barnevik’s (2014:20) notion which is based 
on Henry Kissinger’s definition that leadership is “the art of making people do what 
they would never otherwise do”. 
In line with this study’s objectives, contemporary leadership theorists view emotional 
and social intelligence, including related competencies, as essential for effective 
leadership (Bradberry & Greaves, 2009; Hughes et al., 2005; Cherniss Extein, 
Goleman, & Weissberg, 2006; Goleman et al., 2002; Mills, 2009; Piel, 2008; Rosete & 
Ciarrochi, 2005; Russell, 2014; Saxe, 2011; Haricharan, 2015). Emotionally intelligent 
public leadership is considered a vital attribute “in moving both leader and follower 
towards the public good” (Newman et al., 2009:9; Haricharan, 2015:32). Considering 
the contemporary leadership failures in SA, the operationalision of leadership 
development is relevant to this study’s aims and objectives. 
Overwhelming scholarly consensus on the relationship between emotional intelligence 
and leadership effectiveness thus highlights the significance of the independent 
variable of leadership. (George, 2000; Goleman et al., 2002; Mills, 2009; Palmer et al., 
2001; Rosete & Ciarrochi, 2005; Wolff et al., 2002; Wong & Law, 2002; Joseph & 
Newman, 2010; O’Boyle, Humphrey, Pollack, Hawver, & Story, 2011, Haricharan, 
2015:34). A further significant observation is noted by Haricharan (2015:34,35) 
regarding the relationship between emotional and social abilities as important 
predictors of work-related outcomes. The role of leadership, and more specifically 
executive leadership, is a thread throughout this study and is regarded as the key 
factor to successfully achieve the identified Post 2015 Human Development goals of 
2030 (Kamau & Donoghue, 2015). 
A six-item scale was formulated to cover the elements. 
6.5.2.2 Change Management 
For the purpose of this research change management, in the context of 
transformational leadership in organisations, refers to “the radical shift from one state 
of being to another, so significant that it requires a shift of culture, behaviour, and mind 
set to implement successfully and sustain over time” (Anderson & Anderson, 2001:39). 
Anderson and Anderson (2001:66) propose conscious transformation elements that 
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are critical for leaders to address and master. Barr and Dowding (2012:245) identify 
four types of change relevant for this research namely: 
 Developmental change: planned or emergent; 
 Incremental change: focusing on the improvement of skills and processes;  
 Transitional change: planned and more radical organisational change, and 
 Transformational change: radical organisational changes of structure, 
processes, culture and strategy based on learning and adaption. 
 Andersen (2011) also finds that change management, along with visionary leadership, 
is a key executive attribute in the private and public leadership sectors. 
A seven-item scale was formulated to measure the factor Change Management. 
6.5.2.3 Skills Development 
For the purpose of this research skills development refers to the “skills and attributes 
that can be learned and developed” (Northouse, 2013; Rowe & Guerrero, 2001:81). 
Skills development implies the skills, knowledge, and attributes that are required for 
leaders to be effective. Rowe and Guerrero (2011:82) highlight the importance of 
technical, human and conceptual skills. The leadership skills model approach provides 
five elements namely:  individual attributes, competencies, leadership outcomes, 
career experiences, and environmental influences. Problem solving skills, social 
judgement skills and knowledge are described as the kingpins in this model (House et 
al., 2013:362). Skills development is a key component of leadership development and 
training including the use of technology based training to accelerate and advance 
executive leadership training (Rowe & Guerrero, 2011:97-99). 
A six-item scale was formulated to measure the factor Skills Development. 
6.5.2.4 Wisdom 
For the purpose of this research wisdom can be defined as the “ability to draw on one’s 
knowledge and experience to make well-formed judgements. It involves the use of 
one’s power and personal authority to implement an effective course of action”. 
Wisdom is one of five significant attributes proposed by Rowe and Guerrero (2011:76) 
that characterises an effective transformational leader. The other attributes are 
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courage, passion, competency and self-discipline (Rowe & Guerrero, 2011:76; 
Goldsmith et al., 2003:xxiii). Chrisholm (2015) notes that wisdom combined with 
spirituality can possibly contribute to solving governance-related human problems. 
A six-item scale was formulated to measure the factor Wisdom. 
6.5.2.5 Values Alignment 
For the purpose of this research the variable values alignment refers to the concept of 
ensuring that an organisation’s values and ethical governance is in alignment with their 
code of conduct. Rokeach (2011) refers to organisational values alignment as an 
emergent property when a critical mass of people with common values and clarity 
about how their personal values, personal vision/mission and goals align with the 
desired values, mission/vision and goals of the organisation. 
 Values can be defined as “beliefs, principles or concepts which lead to outcomes that 
the organisation sees as desirable” (Gregory & Willis, 2013:59) inclusive of those 
values that define “acceptable and unacceptable behaviour in society” (Co et al., 
2006:328). Values alignment audits should occur on a regular basis. Along with values 
alignment, ethical leadership forms a vital link in this research. Values and ethics are 
closely associated as desired principles of effective leadership in both large corporate 
businesses and small business enterprises.  
Ethical behaviour is a product of ethical leadership which is seen as a key 
characteristic of a global leader of the future. In their study Goldsmith et al. (2003:217) 
found that young leaders place great value on ethics and that current leadership lacks. 
The term ‘ethics’, is derived from the Greek word “ethos”, meaning character, conduct 
and customs Bunker et al. (2010). Nohria and Khurana (2010:542) provide a further 
link in terms of this study by claiming that “ethos” refers to the “credibility of the person” 
who makes a statement or argument. Ethics refers to “morals and values and help us 
decide what is right and good or wrong and bad” according to Goldsmith et al. 
(2003:217). In the context of leadership, ethics relates “to character, actions and 
behaviours” (Rowe & Guerrero, 2001:440). Adendorff (2013:105) provides a valuable 
insight for this research, linking value-alignment, ethical values and the significance of 
spiritual education. According to World Bank estimates of 2006, a decline of 50% in 
corruption will greatly alleviate ethical challenges along with internationally accepted 
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higher ethical business practices, ethical education and general acceptance that 
“global ethics transcends religion and nationality” (Adendorff, 2013:105).  
In today’s competitive business environment, unethical business practices often lead 
to personal gain and self-interest “where individual greed is placed above other 
concerns irrespective of consequences’ with the sole goal to make profit and out-
perform competitors” (Co et al., 2006:328). 
A five-item scale was formulated to measure the factor Values Alignment. 
6.5.2.6 Spiritual Intelligence 
For the purpose of this research spiritual intelligence is the ability to behave with 
“wisdom and compassion, while maintaining in and out of peace, regardless of the 
situation” (Wigglesworth, 2012:1). Spiritual intelligence competencies, in the context 
of this research, include “awareness of one’s own worldview, complexity of inner 
thought, keeping your Higher Self in charge, and being a wise and effective change 
agent” (Wigglesworth, 2012:1). Although spirituality is innate in all human beings, the 
basics of spiritual theory are that it should be practiced and developed to become 
spiritually intelligent (Safara & Bhatia, 2013:412). The essence of spiritual intelligence 
development is that one should move from “immature ego-driven behaviours, to more 
mature higher self-driven behaviours, to understand and transcend the voice of our 
ego and to be guided by deep wisdom and compassion” (Wigglesworth, 2012:1). 
Spiritual intelligence is an integral cornerstone of personal growth and authentic 
leadership. Spiritual intelligence regulates and guides emotional intelligence (Safara 
& Bhatia, 2013:412). Zohar & Marshall, (2012:4) argues that spiritual intelligence is 
the ultimate human intelligence and that it provides a foundation for the functioning of 
emotional intelligence and intelligence. 
A five-item scale was formulated to measure the factor Spiritual Intelligence. 
6.5.2.7 Outside Advice 
For the purpose of this research the variable outside advice refers to the extent of the 
expert outside advice an organisation or institution uses to assist them with governing 
and advising the executive leadership.  
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Poutziouris et al. (2008:186) define the variable outside advice as: 
Outside involvement in their management structure may report improved levels 
of performance arising from expert advice, specialist skills and resources not 
possessed internally. Non-executive directors can play an important role in 
corporate governance and pressure to perform. They can diffuse personal 
conflicts, strength and commitment to business continuity, and provide an 
objective view of succession.  
The positive influence of outside advice and external expertise on strategic 
governance in business is highlighted by a number of authoritative researchers 
(Adendorff, 2004:317). Hernez-Broome and Boyce (2010:195) argue that an external 
coach’s input could be crucial especially when new executive leaders are appointed. 
A five-item scale was formulated to measure the factor Outside Advice. 
6.5.2.8 Emotional Intelligence 
For the purpose of this study emotional intelligence refers to the “capacity to reason 
with emotions and emotional signals, and to the capacity of emotion to enhance 
thought” (Mayer, Salovey & Caruso, 2001:2; Hughes et al., 2005:12). Barling et al. 
(2000:157) emphasise the relevant characteristics of emotional intelligence 
accumulated by various schools of thought, namely: understanding one’s own 
emotions, knowing how to manage them, emotional self-control including delaying 
gratification, understanding others’ emotions, and managing relationships. The 
definition by Caruso et al. (2002:306) applies to this research. This definition states 
that emotional intelligence involves the “ability to perceive, appraise, and express 
emotion; to access and/or generate feelings when they facilitate thought; to 
understand emotion and emotional knowledge; and to regulate emotions to promote 
emotional and intellectual growth” (Caruso et al., 2002:306). 
A nine-item scale was formulated to measure the factor Emotional Intelligence. 
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6.5.2.9 Cultural Intelligence 
For the purpose of this research culture intelligence can be defined as the “learned 
beliefs, values, norms, symbols and traditions that are common to a group of people” 
(Northouse, 2013; Rowe & Guerrero, 2011:414). 
Several elements of cultural intelligence are relevant in terms of this study including 
the parameters of collectives and a focus on the propensity to share a particular group. 
The protracted nature of culture is highlighted by the following definition, namely that 
it represents “shared motives, values, beliefs, identities and interpretations of 
meanings or significant events that result from a common experience of members of 
collectives that are transmitted across generations” (House et al., 2014:11). In the 
context of global leadership, it is important to distinguish between multiculturalism and 
diversity. Simply defined, multiculturalism refers to a way of seeing or doing things that 
considers more than one culture. Diversity refers to the existence of different cultures, 
ethnicities, socio-economic levels, sexual orientations or the races within a group or 
organisation. The findings of the GLOBE study concern the following cultural 
dimensions, namely: “uncertainty avoidance, power avoidance, institutional 
collectivism, in-group collectivism, gender egalitarianism, assertiveness, future 
orientation, performance orientation and humane orientation” (Rowe & Guerrero, 
2011:414) which are of particular relevance to this research. Philips and Gully 
(2014:57) acknowledge the contributions of Hofstede’s role in terms of cultural 
intelligence and leadership development. Christensen’s (2014) reference to human 
ecology, dealing with interrelationships between humans, their cultures and 
ecosystems is a relatively new field in the domain of human development.   
A five-item scale was formulated to measure the factor Cultural Intelligence. 
6.5.2.10 Succession Planning 
For the purpose of this research succession planning is part of a process when an 
executive resigns, retires or dies. Adendorff (2004:103) notes that succession entails 
the whole process including the preceding events, transition and aftermath. In the 
context of this research, succession planning will focus especially on the unexpected 
resignation or death of an executive to ensure that the running of an organisation is 
safeguarded. Succession planning also involves the planning process to develop the 
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next level of appointments for executive leadership (Adendorff, 2004:103). Within this 
context, Hernez-Broome and Boyce (2010:194) refer to a case study on succession 
planning coaching at the New York Presbyterian Hospital where the talent of executive 
leadership development was segmented into three categories namely promotional, 
professional, and essential talent. Continuous dialogue with aspiring executives was 
extremely important. The purpose of the dialogue was to inform the incumbents of 
shortcomings and areas of development preparing them to become future leaders at 
the New York Presbyterian Hospital (Hernez-Broome & Boyce, 2010:195). Venter 
(2002) argues that succession entails much more than simply “unplugging” the retiring 
leader and “plugging” in the new one. Dayton and Kriesberg (2009:32) refer to the 
Contingency Theory of leadership, a complicated process to identify and ensure that 
the right leader is appointed for the task at hand. 
The operationalisation and relevance of succession planning as an independent 
variable of this research is highlighted by the untimely deaths of Professor Russell 
Botman, Rector of the Stellenbosch University on 27 June 2014 (Thamm, 2014) and 
Total Petroleum’s Chief Executive Officer, de Margerie, who died in a plane crash in 
Russia on 23 October 2014 (Hailey, 2014). In accordance with the above statements, 
leadership succession due to untimely and unplanned resignations or death could 
cripple an organisation’s transformation initiative, apart from the costly monetary value 
which is lost if another executive leader is not available to take over. 
A five-item scale was formulated to measure the factor Succession Planning. 
6.5.3 Effect of demographic variables 
The procedural objectives of this study were to measure the influence of various 
factors on the perceived success of emotional intelligence training. The influence of a 
number of demographic factors was therefore, also measured. The software program 
SPPS Version 23.0 for Windows was also used for this purpose. The measurement of 
the demographic variables includes the use of a One-way Analysis of Variance 
(ANOVA), correlation analysis and an independent sample t-test to determine the 
influence of demographic variables with a nominal scale (race, gender, categories of 
experience and level of qualifications) on the dependent variables. 
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Quinlan et al. (2015:364) confirm that the one-way analysis of variance (ANOVA) is 
the appropriate statistical tool when the means of more than two groups are compared. 
Zikmund et al. (2013:542) define ANOVA as the appropriate statistical technique to 
examine the effect of a less-than interval independent variable on an at-least interval 
dependent variable. Zikmund et al. (2013:542) point out that a categorical independent 
variable and a continuous dependent variable is involved. The test statistic for ANOVA 
is the F-ratio which determines if the differences are large enough to reject the null 
hypothesis. The F-ratio should be close to 1 with no difference between the population 
means if the null hypothesis is true. The F-ratio should be greater than 1 if the 
population means are not equal (Cooper & Schindler 2011:478).  
Relevant to this study Zikmund et al. (2013:542) describe an independent samples t-
test as a special case of ANOVA in which the independent variable has only two levels. 
If more levels exist, the t-test alone cannot be used. An independent sample t-test was 
used on selected demographic variables. In effect the ANOVA statistical test for a null 
hypothesis indicates that the means of different populations are equal. The statistical 
null hypothesis for ANOVA is stated as follows (Zikmund et al., 2013:542):  
µ1 = µ2 = µ3 = … = µk 
6.6 VALIDITY AND RELIABILITY OF THE DATA 
Cooper and Hussey (2011:280) emphasise the characteristics of a good 
measurement, namely reliability, validity and practicality. Reliability refers to the 
accuracy and precision of a measurement procedure, whereas validity is the extent to 
which a test measures what it is actually supposed to measure. Practicality on the 
other hand is concerned with factors such as economy, convenience and 
interpretability (Cooper & Schindler, 2011:281). Both the reliability and validity of the 
measuring instrument used, need to be assessed before one proceeds to assess the 
strength of relationships in an empirical model. A description of the statistical 
techniques used in this study to assess the reliability and validity of the results, is 
discussed. In addition, a brief overview will outline the statistical techniques used to 
determine the influence of demographic factors on the perceived success of emotional 
intelligence training in leadership development. This is followed by an overview of the 
Structural Equation Model technique which was used to verify the conceptual model. 
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6.6.1 Validity of the data 
According to Zikmund et al. (2013:303) validity refers to the ability of a measuring 
instrument to measure what it is intended to measure. Collis and Hussey (2014:53) 
highlight the significance that the collected data should constitute a true reflection of 
the phenomena in the study. Poor samples, faulty research procedure and inaccurate 
measurement could undermine and erode the validity and credibility of the study 
(Collis and Hussey, 2014:53).  
An empirical measure’s validity must be strengthened by reflecting the real meaning 
of the concept  adequately (Babbie, 2016:148), which according to Mouton (1996) 
depends on the quality of the elements of knowledge (data, statements, hypotheses, 
etc.).  Cooper and Schindler (2011:280) distinguish between external validity, referring 
to the research findings, whether the data can be generalised across the population, 
and internal validity, referring to a research instrument’s ability to measure what it is 
intended to measure. Validity can be classified in three major forms of content:  validity, 
criterion-related validity and construct validity (Cooper & Schindler, 2011:280). 
Construct validity was considered in this study to determine whether the measuring 
instrument used in the study actually measured what it was supposed to measure (Hair 
et al., 2010:686). According to Zikmund et al. (2013:304), construct validity consists of 
various components which include face, content, criterion, convergent and 
discriminate validity. Construct validity exists if a measure measures reliably and 
truthfully represents a unique concept. It also refers to the degree to which a measure 
confirms a number of related hypotheses generated from a theory based on the 
concepts. Construct validity implies that the empirical evidence produced by a 
measure instrument is consistent with the theoretical logic of the concepts (Zikmund 
et al., 2013:304).  
A measuring instrument is considered to portray construct validity if the scale has both 
convergent and discriminant validity (Zikmund et al., 2013:305). Convergent validity 
exists if the concepts that should relate to one another, in fact are related. Highly 
reliable scales confirm convergent validity. Discriminate validity, which is discussed in 
Chapter 7, represents the uniqueness or distinctiveness of a measure as proposed 
(Zikmund et al., 2013:305). The measuring instrument in this study has been 
developed based on constructs identified in theory, and the discriminant validity was 
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assessed in an attempt to determine whether the measuring instrument discriminates 
sufficiently between the assessed constructs.  
Exploratory factor analysis is used to assess discriminant validity and applied to test 
hypotheses with confirmatory models using SEM (Zikmund et al., 2013:595, Cooper 
& Schindler, 2011:430; 2007:592). The primary purpose is to define the underlying 
structure among the variables in the analysis (Cooper & Schindler, 2011:430; Hair et 
al., 2006:104). Factor analysis is a multivariate interdependence technique that 
statistically identifies a smaller number of factors from a larger number of measured 
variables (Zikmund et al., 2013:595). Generally, factor analysis can be divided in two 
categories of exploratory factor analysis (EFA) and confirmatory factor analysis (CFA). 
EFA is applicable when the researcher is uncertain about how many factors may exist 
among variables. CFA is used when the researcher has high theoretical expectations 
about the factor structure. Zikmund et al. (2013:595) propagate that CFA is an efficient 
tool for assessing construct validity because it indicates how well a researcher’s theory 
fits the actual observations.   
Consequently, the discriminant validity of the research instrument used in the present 
study was assessed by means of an exploratory factor analysis (Hair et al., 2010:686). 
The software program Statistical Package for the Social Science (SPSS) 23 for 
Windows was used for this analysis (Quinlan et al., 2015:80). 
6.6.2 Reliability of the data 
Collis and Husseys’ (2014:343) definition of reliability is representative of a host of 
descriptions as the accuracy and precision of the measurement and the absence of 
differences in the results, if the research is repeated. Reliability is an important element 
in positivistic studies (Collis & Hussey, 2013:43) and involves assessing the degree of 
consistency among multiple measurements of a variable. Reliability is concerned with 
the estimates of the degree to which a measurement is errorless or is influenced by 
an unstable error. A measuring instrument is considered to be reliable to the degree 
that it produces constant stable results (Cooper & Schindler, 2013:283). Internal 
consistency, which applies to the consistency among the variables in a cumulative 
scale, is commonly used to measure reliability. Internal consistency ensures that the 
individual items or indicators of the scale should all measure the same construct and 
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thus, should be highly intercorrelated (Cooper & Schindler, 2011:285; Hair et al., 
2010:125). 
The researcher pursued caution and revisited the meaning of words before the final 
formulation of the questions based on the literature as discussed in Chapters 2, 3 and 
4. The researcher’s extensive domain knowledge of leadership training contributed to 
the formulation of measureable questions.  
6.6.3 Cronbach-alpha Measurement 
Hair et al. (2010:125,142) define Cronbach-alpha as a measure of reliability that 
ranges from 0 to 1, with values of 0.60 to 0.07 deemed the lower limit of acceptability. 
The essence of Cronbach-alpha is that it measures internal consistency relating to the 
degree that homogenous instruments reflect the underlying constructs (Cooper & 
Schindler, 2011:284).  In assessing Cronbach-alpha the researcher has to consider 
its positive relationship to the number of items in a scale. If the number of items are 
increased, including the same degree of intercorrelation, the reliability value will 
increase (Hair et al., 2010:125; Gefen, Straub & Boudreau, 2000:34) therefore, 
cautioning researchers to apply more stringent requirements for scales with a large 
number of items. 
The reliability coefficient is expressed as a number between 0 and 1, with different 
reports about the acceptable values of alpha.  These values range from 0.7 to 0.95, 
with a maximum recommended alpha value of 0.90 (Hair et al., 2010:125; Tavakol & 
Dennick, 2011; Garson, 2012). 
Cronbach-alpha coefficients were used to measure the degree of reliability of the 
measuring instrument in this study and to determine which items would be included as 
measures of specific constructs. As mentioned earlier, the software program SPSS 23 
for Windows was used to determine the Cronbach-alpha coefficients. 
6.7 METHOD OF DATA ANALYSIS 
This section concludes with a detailed overview of Structural Equation Modelling 
(SEM), the statistical technique used in this study to assess hypothesised relationships 
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in the theoretical model generated regarding the perceived success of emotional 
intelligence training for leadership development in South Africa. 
After the reliability of the measuring instrument is confirmed, the conceptual model can 
be subjected to statistical testing. Inferential statistics refer to the whole logic of 
hypothesis testing, and is concerned with the kinds of inferences that can be made 
when generalising the data (Babbie, 2016:47,95; Quinlan et al., 2015:80; Collis & 
Hussy, 2014:227; Leedy, 1980). If the research process identifies a relationship 
between the variables in a research hypothesis, it is expected from the research 
hypothesis and chosen statistical method/s to highlight this relationship in order to 
make statistically valid conclusions (Welman & Kruger, 2001).  It is important that 
causal interpretation must be based on the theoretical grounding of, and empirical 
support for a model (Quinlan et al., 2015:65; Shah and Goldstein, 2005). 
6.7.1 The technique of Structural Equation Modelling (SEM) 
In Chapter 1 the research methodology approach and Structural Equation Modelling 
(SEM) were introduced as the appropriate method to be used in this study for the 
assessment of the hypothesised relationships in the conceptual theoretical model 
presented in Chapter 5.  This section describes SEM and the process to assess the 
proposed theoretical model of Perceived Success of Emotional Intelligence Training 
for leadership development in SA empirically. 
Hair et al. (2010:616) defines SEM as a “multivariate technique combining aspects of 
the analysis and multiple regressions that enables the research to simultaneously 
examine a series of interrelated intense relationships among the measured variables 
and the latent constructs (variates) as well as between several latent constructs”. In 
short, SEM can be summarised as a family of statistical models with the aim to explain 
the relationships among multiple variables (Hair et al., 2010:616; Collis & Hussey, 
2014:227). 
This multivariate statistical technique can specify, estimate, and evaluate models of 
linear relationships among a set of observed variables (manifest variables) and 
unobserved variables (latent variables) that can either be independent (exogenous) or 
dependent (endogenous) in nature (Quinlan et al., 2015:362, 365; Gefen et al. 
2000:34; Shah & Goldstein, 2005). SEM is generally suitable for theory testing, the 
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incorporation of multiple independent and dependent variables, and hypothetical latent 
constructs of clusters of observed variables (Savalei & Bentler, 2010). SEM consists 
of structural model and measurement model components (Hair, 2010:621). Structural 
models generally display potential causal dependencies between dependent and 
independent variables. Measurement models display the relationships between the 
latent variables and their indicators (Lee, 2007; Garson, 2012).   
SEM caters for multiple, interrelated dependence relationships in a single model (Hair 
et al., 2010:617; Hancock & Mueller, 2006:346).  The majority of research processes 
requires the development of an appropriate model to evaluate a series of simultaneous 
hypotheses about the impacts of latent variables and manifest variables on the other 
variables, and simultaneously taking the measurement errors into account (Savalei & 
Bentler, 2010; Hoyle, 2012:4). SEM is considered the preferred data analysis method 
to serve this complicated purpose (Shah & Goldstein, 2005; Hoyle. 2012:6). SEM is 
portrayed by Hair et al. (2010:616) as a statistical technique which allows the 
researcher to model complex relationships.  
SEM is a hybrid technique that encompasses aspects of confirmatory factor analysis, 
path analysis and multiple regression to estimate a series of interrelated dependence 
relationships simultaneously (Hair, 2010:620; Garson, 2012; Hair et al., 2006:705; Hair 
et al., 1998:584). SEM is an extension of the general linear model. Multiple regression 
is part of the general linear model, but SEM is a more powerful alternative to other 
multivariate techniques (Cooper & Schindler, 2011:539; 2007:584; Garson 2006). 
SEM implies a structure for the covariance between observed variables, and 
accordingly it is sometimes called covariance structure modelling, but more commonly 
referred to as LISREL or linear structural relations (Cooper & Schindler, 2011:538; 
Hair, 2010:624, 626).   
SEM has the ability to assess relationships comprehensively, and thus provides a 
transition from exploratory to confirmatory analysis (Cooper & Schindler, 2011:557). 
This transition corresponds with efforts in all the fields of study towards developing a 
more systematic and holistic view of problems (Hair et al., 2010:413,572). SEM 
encourages confirmatory rather than exploratory modelling and is therefore, suited for 
theory testing rather than theory development (Garson, 2012; Hair, 2010:628). 
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6.7.2 The role of Theory in Structural Equation Modelling  
The role of theory in the successful application of SEM is imbedded in two basic 
conditions, namely that models should have a sound theoretical basis and a sound 
modelling strategy (Hair, 2010: 624; Hair et al., 1998).   
An accurate questionnaire was developed to provide a theoretical foundation of the 
variables to measure the theoretical constructs of the model under consideration.  The 
theoretical justification for the model was obtained through an extensive literature 
study. A model can be described as a representation of a theory and theory can be 
described as a systematic set of relationships providing a consistent and 
comprehensive explanation of a phenomenon (Hair, 2010:621). The theoretical model 
of this study therefore provides a basis that reinforces the SEM approach and method 
for this study. According to Hair et al. (2010:624) a theoretical model is required when 
modifying the model, and serves the purpose of directing the estimation development.  
The flexibility of SEM may result into a relatively high risk of over-fitting the model, or 
developing a model with general ability (Hair et al., 1998).   SEM is a confirmatory 
system, which is guided by theory rather than by empirical results (Hair et al., 
2010:181).  Hair et al. (2010:14,42) and Hoyle (2012:127) are in agreement that no 
limit is placed on the number of variables in the model. Interpretation becomes a 
challenge if more than 20 concepts are tested. 
SEM has two major advantages over other multivariate techniques apart from 
providing a conceptually appealing way to test theory (Cooper & Schindler, 2011:557; 
Hair et al. 2010:635). Firstly, multiple and interrelated dependence relationships can 
be estimated simultaneously opposed to, for instance, multiple regression, which can 
only estimate a single relationship (Cooper & Schindler, 2011:557). As mentioned, 
SEM is an extension of the general linear model that estimates relationships between 
multiple independent, dependent and latent variables (unobserved concepts that are 
not measured directly) simultaneously. SEM also caters for cases when one 
dependent variable becomes an independent variable in subsequent dependence 
relationships (Cooper & Schindler 2007:583; Hair et al., 2010:612; Hair et al., 
2006:707). 
Secondly, SEM has the ability to incorporate latent variables into the analysis and to 
account for measurement error in the estimation process (Cooper & Schindler 
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2011:539; Hoyle, 2012:57). The construction of latent variables, which are estimated 
in the model from measured or observed variables (manifest variables) are gathered 
from respondents. The manifest variables are assumed to delve into the latent 
variables to explicitly capture the unreliability of measurement in the model. This 
aspect allows the accurate estimation of the structural relations between latent 
variables (Cooper & Schindler, 2011:539; 2007:584; Hair et al., 2010:621; Hair et al., 
2006:712).  
The advantage of SEM is that it has the ability to employ multiple measures to 
represent a construct in a manner similar to factor analysis (Cooper & Schindler 
2011:539; Hair et al., 2006:724). The benefits of using latent constructs is that it 
improves statistical estimation, represents theoretical concepts better and accounts 
directly for measurement error (Hair et al., 2006:712; Hair, 2010:617). According to 
Hair et al. (2010:707) SEM provides a better way of examining a theoretical model 
empirically than multiple regression because it involves the measurement model and 
the structural model in one analysis. The practicality of SEM is that it takes information 
about measurement into account by testing the structural model. As such, in contrast 
to other multivariate techniques, SEM allows the researcher to assess both 
measurement properties and test for key theoretical relationships in one technique 
(Hair et al., 2006:706).  
Cooper and Schindler (2011:539) propose five basic steps when using SEM, namely: 
model specification, estimation, evaluation of fit, re-specification of the model and 
interpretation and communication. The various stages of SEM application will be 
discussed in full in the following section. 
6.7.3 The process and stages of Structural Equation Modelling 
The Structural Equation Modelling process, involving the theories and model 
development, generally follows the same series of processes as described by Grace 
(2014), Hoyle (2012:7), Cooper and Schindler (2011:539) and Kline (2011:92). For the 
purpose of this study the SEM stages followed are graphically presented in Figure 6.2.  
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Figure 6.2: Stages of SEM followed 
 
Source: Hoyle (2012:7) 
The following seven SEM stages of the implementation and the analysis of a model is 
based on earlier writings of Hair et al. (1998:592-616) while later work of Hair et al. 
(2006:734) involves six stages. For this study the earlier work of Hair et al. (1998:592-
616), involving seven steps, was chosen: 
 Developing a theoretical model; 
 Constructing a path diagram of casual relationships; 
 Converting the path diagram into a set of structural equations and measurement 
models; 
 Choosing the input matrix type and estimating the proposed model; 
 Assessing the identification of model equations; 
 Evaluating the results for good-of-fit, and 
 Making the indicated modifications to the model, if theoretically justified. 
The implementation of SEM is followed after all the preconditions for the structural 
equation analysis has been applied. The fundamental issue in SEM is to understand 
the relationships among variables and consider the modelling of multiple observed 
(manifest) and latent variables (Hoyle, 2012:197). The SEM process involves two 
parts, namely validating the measurement model and fitting the structural model 
(Gefen et al., 2000:29). Confirmatory factor analysis is applied to validate the 
measurement model and path analysis is applied to fit the structural model (Hoyle, 
2012:197; Garson, 2012). The measurement model represents measured variables 
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as constructs, while the structural model considers underlying structural relationships 
and indicates how constructs are related to each other (Hoyle, 2012:197; Gefen et al., 
2000:15). 
The seven stages of SEM implemented in this study, are discussed below. 
Stage 1: Develop a theoretical model 
Specifying a model based on theory is the departure point of SEM. Casual 
relationships form the base of SEM and it is assumed that change in one variable 
affects change in another variable (Hoyle, 2012:45). The strength and conviction with 
which the researcher can assume causation between two variables, lies in the 
theoretical justification to support the analysis, opposed to analytical methods.  The 
theoretical justification of the model of investigation is the foundation that underpins 
the method of structural equation analysis (Venter, 2002). Hair et al. (2010:188) 
however, cautions that the researcher must avoid being guided by empirical 
information and rather rely on theoretical justification for a truly confirmatory approach. 
A theoretical model (Chapter 5), based on the literature review and empirical evidence 
presented in Chapters 2, 3 and 4, was presented for testing.  The different factors that 
could influence the perceived success of emotional intelligence training for executive 
leadership in South Africa were presented, and hypothesised linkages were 
suggested. According to Hoyle (2012:56), factors refer to “latent sources of 
commonality among sets of observed variables or indicators”. 
Stage 2: Constructing a path diagram of casual relationships 
Hair (2010:616) defines a path diagram as a visual presentation model and the 
complete set of relationships among a model’s constructs. Hoyle (2012:44) 
summarises the basic steps of constructing a path diagram as: 
 The specification of observed and latent variables; 
 The specification of relationships (directional vs. non-directional), and 
 The specification of parameters (fixed vs. free). 
Hoyle (2012:53) points out that the main advantage of using a path diagram is that 
SEM researchers are enabled to comprehend complex algebraic formulations 
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involving a system of equations. More advanced researchers are also enabled to 
present complex conceptual models in a compact form. 
An example of the graphical representation using path diagrams is illustrated in Figure 
6.3. This example considers three latent factors and nine observed variables in both 
the measurement and structural models. 
Figure 6.3: Example of path diagrams 
 
Source: Cooper and Schindler (2011:541) 
A path diagram depicts a dependence relationship between two constructs by straight 
arrows (Hair et al., 2010:616). The main features of a path diagram include two types 
of arrows, ellipses and rectangles (Cooper & Schindler, 2011:540). The arrow direction 
pointing away from a construct is the predictor variable, while the arrowhead normally 
points to the dependent construct. Correlations between constructs are represented 
by a curved arrow (Hair et al., 2010:616; Hoyle, 2012:138; Kline, 2011:95).  A path 
model is a structural model for observed variables while path coefficients refer to the 
statistical estimates of direct effects between variables (Kline: 2011:103).Path 
diagrams are especially helpful tools in depicting a series of casual relationships 
because SEM alone cannot establish causality (Hair et al., 2010:626). Path diagrams 
allow the researcher to visually depict the predictive relationships among constructs 
and the associative relationships among constructs by using path diagrams (Cooper 
& Schindler, 2011:540). Path diagrams are most commonly used to present SEM 
hypotheses and results which are graphically presented. Hair et al. (2010:638) 
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highlight the importance to the labelling notation in the path diagrams. The labelling 
notation involves the indicators, constructs and relationships between them. LISREL 
notation is uniquely designed to dove-tail with the SEM’s application of matrix notation 
and to apply conversions between LISREL and SEM processes (Hair et al., 2010:638). 
The path diagrams used in this study are discussed in Chapter 7. 
Stage 3: Converting the path diagram into a set of structural equations and 
measurement models 
After constructing the path diagram the model is specified by means of sets of 
equations. The equations represent the structural linking constructs (Hair et al., 
2010:685). While the measurement model represents the indicator variables of the 
constructs that includes the matrices that indicate the hypothesised correlations 
between the constructs (Hair et al., 2010:685). The aim is to combine the operational 
definitions with the theory for empirical testing (Hair et al., 1998:596). 
SEM models are generally associated with a measurement model and structural 
model (Hair et al., 2010:730). The measurement model involves assigning indicator 
variables to the constructs, whereas the structural model involves assigning 
relationships between constructs (Hair et al., 2010: 713; Hair et al., 2006:713). Model 
specification is the next step which involves hypothesising the correlations between 
the constructs. 
The empirical test of the measurement model requires that the definitions are 
operationalised and linked to the theory. According to Hair et al. (2010:616) a theory 
refers to a researcher’s attempt to specify the dependence relationships explaining a 
particular set of outcomes. A structural model can be defined as a set of one or more 
dependence relationships linking the hypothesised model’s constructs (Hair et al., 
2010:616). Exogenous constructs refer to the latent, multi-item equivalent of 
independent variables, while endogenous constructs can be defined as latent, multi-
item equivalents of dependent variables (Hair et al., 2010:613, 619; Hoyle, 2012:44). 
Exogenous constructs cannot be dependent on another construct, whereas, 
endogenous constructs can be dependent on either constructs (Hair et al., 2010:616, 
620). An equation is expressed by an exogenous or endogenous construct’s effect, 
which is correlated by a hypothesis (Hair et al., 2010:621; Hoyle, 2012:53).  
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The following example illustrated in Figure 6.4 and Figure 6.5 of the structural 
relationships and the process of equation formulation in SEM was chosen as it best 
describes the process. Other examples that were considered include Hoyle’s (2012) 
and Kline’s (2011) examples. In order to understand the formulation process, the 
following description should be read in conjunction with the analysis of Figure 6.4 and 
Figure 6.5 simultaneously. 
Figure 6.4: Path diagram example indicating structural relationships 
 
Source: Hair et al. (1998: 595) 
 
Figure 6.5: Structural Equation example 
 
Source: Hair et al. (1998: 597) 
Figures 6.4 and Figure 6.5 illustrate that the independent variables X1 and X2 have 
an effect on the dependent variable Y1, and that provision is made for the 
measurement and specification error ∈1 of magnitude b1 and b2. The dependent 
variable Y2 is influenced by (coefficients, b3, b4 and b5) the independent variables X2 
and X3, as well as dependent variable Y1, with provision for measurement and 
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specification error ∈2. The dependent variable Y3, however, is influenced by two 
independent variables Y1 and Y2, to the extent of b6 and b7 with an error term ∈3. 
(Venter 2003:255; Farrington, 2009:379; Adendorff, 2004:374) 
Stage 4: Choosing the input matrix type and estimating the proposed model 
Kline (2011:46) draws on the wisdom of Abraham Lincoln when he cautions about 
hasty and unplanned data preparation procedures by referring to the statement “If I 
had eight hours to chop down a tree, I’d spend six sharpening my axe”. 
Kline (2011:48, 490) suggests that either correlation or covariance matrix can be used 
in SEM as input matrix. According to Kline (2011:47) all SEM software applications 
can use either raw data files or a matrix summary of the data. As with most estimation 
methods, SEM requires that the data matrix should have a positive definite (PD) 
property. A PD matrix has the following properties (Kline, 2011:49, 50): 
 a non-singular or invertible matrix to derive the inverse of the data matrix as 
part of linear algebra operations; 
 all eigenvalues of PD matrix are positive (.0) (an eigenvalue is the variance of 
an eigenvector, which is a linear combination of the observed variables where 
all the weights are not zero); 
 a related property is that a PD matrix determinant is greater than zero, and 
 in a PD data matrix, the covariance or correlations are not out of bounds (The 
term out of bounds in this context refers to the derivative of mathematical 
calculations when data from the same cases is used). 
A covariance or correlations matrix is suitable when using confirmatory factor analysis 
(Hair et al., 2010:670, 674). Correlations are the preferred input data procedure which 
activates the correlation of the covariance matrix of all the indicators in the model (Hair 
et al., 2010:663).  The measurement model shows the relationships between observed 
variables and determines which manifest variables correspond with each latent 
construct (Hair et al., 2010:44).  Following on that, the structural coefficients estimate 
the relationships between the latent variables (Hair et al., 1998:601; Hair et al., 
2010:617). 
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Following on the structural and measurement models specification and selection of 
the input data type, the computer software application for estimation is selected.  For 
the purpose of this study the software application LISREL version 8.8 was used 
(Cooper & Schindler, 2011:538; Hair, 2010:624, 626).   
The estimation procedure requires that constructs must be made scale-invariant in 
order that the indicators are standardised to compare the constructs (Hair et al., 1998).  
Kline (2011:317, 318) proposes two approaches namely, to set one of the loadings in 
each construct to the fixed value of 1.0 and secondly, to estimate the construct 
variance directly.  Either approach results in the same estimates, but the second 
approach is recommended for theory testing purposes. 
Stage 5: Assessing the identification of model equations 
Part of stage 5 is to assess whether or not the software application has produced any 
illogical or meaningless results in the identification of the structural model (Hair et al., 
1998:608; Adendorff, 2004:376). Possible symptoms for identification of problems 
include: large standard errors for one or more coefficient, the inability of the 
programme to invert the information matrix, unreasonable and impossible estimates 
such as negative error variances and high correlations of approximately 0.90 or 
greater among estimated coefficients (Venter, 2002:256; Adendorff, 2004: 376). 
Hair et al. (1998:609) list probable causes for identification problems such as:  
 There may be a large number of estimated coefficients relative to the number 
of variances or correlations which are indicated by a small number of degrees 
of freedom;  
 The use of reciprocal effects (two-way causal arrows between two constructs), 
and 
 the failure to fix the scale of a construct. 
By imposing more constraints on the model, some of the estimated coefficients are 
eliminated as a solution to the identification problem.  Hair et al. (1998:610) suggest 
that a structured process must be implemented by adding more constraints and by 
deleting paths from the diagram until the problem is rectified. In this way attempts are 
therefore, made to achieve an over-identified model that has degrees of freedom 
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available to provide a better estimation of the true casual relationships (Hair et al., 
1998:610; Adendorff, 2004:377).      
Stage 6: Evaluating the results for goodness-of-fit 
The first step when evaluating the empirical results is to determine offending estimates 
(Hair et al., 1998).  Cooper and Schindler (2011:540) highlight the significance to 
evaluate the goodness-of-fit (GFI) criteria. Generally, goodness-of-fit tests are used to 
determine if a model should be accepted or rejected. If a model is not rejected, the 
researcher should continue to analyse and interpret the path coefficients in the model 
(Cooper & Schindler, 2011:540). The evaluation of the goodness-to-fit results is an 
assessment of the extent to which the data and the theoretical model meet the 
assumptions of SEM (Venter, 2002:257; Adendorff, 2004:377).  It is compulsory that 
these assumptions confirm that the observations are independent, that a random 
sampling of respondents is conducted, and that all relationships are linear (Venter, 
2002:257; Adendorff, 2004:377). 
The complex nature and incongruous reality is that there is no statistical fixed “gold 
standard” in SEM which automatically and objectively influences the decision to retain 
or reject a model (Kline, 2011:190, 197). This argument is echoed by MacCallum and 
Austin (2000). Kline (2011:190) states that “all models are wrong to some degree, 
even in the population, and that the best one can hope for is to identify a parsimonious, 
substantively meaningful model that fits observed data adequately well”. The concerns 
of values that indicate an “acceptable” model fit has been under critical review and has 
been investigated by various authors, including Gerbing and Anderson (1993), Hu and 
Bentler (1998), Marsh, Balla and Hau (1996) and Vernon and Eysenck (2007) all listed 
in Kline (2011:196, 197). 
Kline (2011:195, 196) presents an alternative mode for evaluating model fit labelled 
as approximate fit indexes. Opposed to conventional model test statistics, approximate 
fit indexes do not differentiate between sampling error and what may be real 
covariance evidence against a model. The result of an approximate fit index is thus, 
not the dichotomous decision to retain or reject a null hypothesis. Kline (2011:195) 
promotes the following four categories of approximate fit indexes for goodness-of-fit, 
namely absolute fit index, incremental fit index, parsimonious fit indexes, and 
363 
predictive fit indexes.  Absolute fit measures assess the overall model fit (both 
structural and measurement models collectively) with no adjustment for the degree of 
over-fitting that might occur.  Incremental fit measures compare the proposed model 
to another model specified by the researcher referred to as a baseline model. 
Parsimony-adjusted fit index measures adjust the measures of fit by means of a “built-
in correction” to provide comparisons between models with a differing number of 
estimated coefficients in order to determine the amount of fit by the estimated 
coefficients. The predictive fit index estimates model fit in hypothetical replication 
samples of the same size and population (Kline, 2011:195). 
Goodness-of-fit is one way to establish both measurement and structural model 
validity.  In most instances, according to Hair et al. (2006), the closer the structural 
model’s goodness-of-fit comes to the measurement model, the better the structural 
model fit. Generally, criteria used for model fit include the chi-squared test, the 
goodness-of-fit index, adjusted goodness-of-fit index (AGFI), and the root mean 
square residual (RMR), and root mean square error of approximation (RMSEA) (Collis 
& Hussey, 2014:265; Kline, 2011:208, 209, 213; Hancock & Mueller, 2006:273, 277; 
Hair et al., 2006:611). A tabular summary of cut-off indexes used in this study is 
presented in Chapter 7. 
An assessment was made of the overall fit of the proposed model of factors that 
influence the perceived success of emotional intelligence training for executive leaders 
in South Africa during this stage of the study. Chapter 7 will provide an assessment 
for this purpose, and will reflect the results of the absolute fit measures based on the 
Robust Maximum Likelihood Estimation Method (Hoyle, 2012:476).  This choice 
implies that the purpose of the statistical analyses was more focused to assess 
relationships than to obtain good model fit. 
Stage 7: Making the indicated modifications to the model, if theoretically justified 
Modifying the proposed model in search of a better fit and an interpretation of the 
results is conducted in the final stage. Model specification is generally used when the 
estimation of a model indicates poor fit. This is done to maximize the fit, by estimating 
the most likely relationships between variables. Respecifying the model implies that 
the researcher corrected the parameters that were formerly free or free parameters 
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that were formerly fixed (Cooper & Schindler 2007:584; Farrington, 2009:384). Adding 
or deleting estimated parameters from the original model also forms part of the 
respecification. According to Hair et al. (2010:728) any respecification and 
modifications must be justified theoretically and deemed empirically significant (Hair 
et al., 1998:614). Hair et al. (2010:728) also caution that model respecification should 
be motivated by improving model fit that is theoretically justified opposed to searching 
for relationships.  
Hoyle (2012:209) argues that good model fit alone is insufficient to support a proposed 
structural theory. According to Hoyle (2012:209) the key issue for assessing overall fit 
is how all the estimates implied by the model match the variances, covariances, and 
means of the observed data. The individual parameter estimates that represent each 
hypothesis must also be examined (Farrington, 2009:384). A theoretical model is 
supported and considered valid to the extent that the parameter estimates are 
statistically significant and in the predicted direction (Hair et al., 2010:659). 
6.8 SOFTWARE PACKAGES  
LISREL is described as the “workhorse” of SEM by Hoyle (2012:310). Various authors 
are in agreement that LISREL is generally the most widely used SEM method (Hair et 
al., 2010:614; Kline, 2011:82; Hoyle, 2012:311). The advantage of using LISREL is 
that it is compatible with, and Windows interfaced, which enables an interactive 
approach whereby the user is prompted for model and data information. Once the 
information is entered the related command syntax is completed automatically (Kline, 
2011:82; Hoyle, 2012:311). 
Researchers using SEM and LISREL are required to have a clear understanding and 
thorough knowledge of the underlying assumptions and application method including 
how to apply SEM and report it correctly. The path diagrams in this study will be 
converted to structural equations and measurement models by using the software 
application LISREL version 8.8 (Cooper & Schindler, 2011:538; Hair, 2010:624, 626). 
6.9 SUMMARY 
At the outset of this chapter the motivation for using SEM in this study was described. 
A detailed description covering the processes to pre-test the proposed conceptual 
365 
model including the research paradigm was provided. The population studied, 
including the sampling unit and the sampling technique, was discussed. The variables 
were operationalised by means of clear and concise definitions. An explanation was 
also provided of how the measuring instrument was developed and administered, and 
the demographic information pertaining to respondents, was summarized.  The 
statistical analysis performed to ensure the validity and reliability of the results, was 
also explained.  The last section of the chapter covers a detailed description of the 
SEM technique used to verify the proposed conceptual model.   
Chapter 7 presents a detailed discussion of the various statistical analyses. The 
reliability and validity assessments used in this study will form part of the discussion. 
The results and findings based on the empirical assessments will also be discussed 
of the factors that influence human development and the perceived success of 
emotional intelligence training. 
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CHAPTER 7 
EMPIRICAL RESULTS AND INTERPRETATIONS 
“The data themselves do not lie.” 
Strauss and Corbrin (Babbie, 2016:300) 
7.1 INTRODUCTION 
The primary research objective is formulated and discussed in Chapter 1 as: To 
investigate the factors that influence the perceived success of leadership 
development in SA, and subsequently the development of a practical emotional 
intelligence training model for sustainable executive leadership development. 
The key focus and nexus of the research highlight the role and impact of the perceived 
success of emotional intelligence training on human development and executive 
leadership development in South Africa. 
In Chapters 2, 3 and 4 overviews of the literature on human development, executive 
leadership, emotional intelligence-based leadership and training and developing 
executive leaders that influence the human development and the Perceived Success 
of emotional intelligence training are presented. In Chapter 5 the proposed theoretical 
model and hypotheses are discussed. Chapter 6 deals with the research design and 
methodology which was used to investigate the factors influencing human 
development and the perceived success of emotional intelligence training in the field 
of executive leadership development. The outline of the pilot study, administrating the 
questionnaires and data collection, is discussed in detail. 
The factors that influence Human Development and the Perceived Success of 
Emotional Intelligence are identified in Chapter 5 as Leadership, Change 
Management, Skills Development, Wisdom, Values Alignment, Spiritual Intelligence, 
Outside Advice, Emotional Intelligence, Cultural Intelligence and Succession 
Planning. The process of developing a theoretical model by analysing the relevant 
literature is explained. The hypothesised interrelationships and the linkage of the 
mentioned independent variables of the proposed conceptual model are illustrated in 
Chapter 5 as Figure 5.1. The validity and reliability of the measuring instrument and 
the theoretical model used in this study were empirically tested by means of the 
367 
Structural Equation Modelling (SEM) following on Exploratory Factor Analysis (EFA) 
discussed in Chapter 5. This explanation included the process of statistical analysis to 
ensure the construct validity of the proposed model including unidimensionality, 
reliability, discriminant validity, model fit and percentage of variance explained.  
In this chapter, the empirical results including a revised theoretical model based on 
construct validity assessments are discussed. The results are summarised in a path 
diagram indicating the strength of the relationships in the model by means of path 
coefficients. The model assessment process includes the goodness-of-fit of the 
theoretical model. 
7.2 DISCRIMINATE VALIDITY OF THE RESEARCH INSTRUMENT 
Validity refers to the extent to which a research project is accurate (Hair et al., 
2010:618). Construct validity can be defined as a type of measurement validity that 
uses multiple indicators.  Two types of validity can be distinguished namely convergent 
and discriminant validity. While convergent validity is based on the assumption that 
indicators of one construct will act alike or converge, discriminant validity is the 
opposite and that although the indicators converge, they are also distinctly associated 
with opposing constructs (Hair et al., 2010:687; Neuman, 2011:213, 214). Hair et al. 
(2010:613) define construct validity as the “extent to which a set of measured variables 
actually represents the theoretical latent construct they are designed to measure”. The 
importance of construct validity is that the statistical analysis deals with the accuracy 
of the measurement. Evidence of construct validity strengthens the confidence that 
the sample measurement reflects the actual model that exists in the population (Hair 
et al., 2010:686). Discriminant validity can be defined as the extent to which a construct 
is truly distinct from other constructs. It indicates the correlation among other 
constructs and highlights how distinctly measured variables represent only one 
construct (Hair et al., 2010:612, 717). Evidence of discriminant validity confirms that a 
construct is unique and measures a phenomenon that others do not measure (Hair et 
al., 2010:104). 
The first step in assessing the construct validity of the empirical model is to conduct 
an exploratory factor analysis to consider the discriminant validity of the constructs 
(latent variables) in the model.  
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7.2.1 Exploratory Factor Analysis 
The purpose of an exploratory factor analysis (EFA) is to reproduce the observed 
relationships of a “group of indicators with a smaller set of latent variables” (Hoyle, 
2012:361). It therefore, reduces the data by substituting the scores of each underlying 
dimension for the original variable (Hair et al., 1998:90, 91). The EFA approach was 
selected as a data-driven technique to identify the appropriate number of common 
factors, and to confirm which measured variables “are reasonable indicators of the 
various latent dimensions by the size and differential magnitude of the factor loadings” 
(Hoyle, 2012: 362). The discriminant validity of constructs in the theoretical model was 
confirmed and where necessary redefined.  
The protocol to utilise Exploratory Factor Analysis involves five steps as depicted in 
figure 7.1 (Williams, Brown & Onsman, 2010:4). 
Figure 7.1: Steps of Exploratory Factor Analysis 
 
Source: Williams et al. (2104:4) 
Initial screening to determine whether the data was suitable for factor analysis was 
performed. The critical assumption underlying factor analysis is more conceptual than 
statistical (Williams et al., 2010). Statistically, the researcher has to ensure that the 
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data matrix has sufficient correlation to justify the use of a factor analysis (Hair et al., 
1998:99).  
Utilising SEM to assess the measurement model empirically specifies the indicators 
for each construct and enables an assessment of construct validity (Hair et al., 2006). 
The significance thereof is that the SEM measures the direct influence between the 
variables throughout the system while it simultaneously quantifies the degree of 
variability in the overall system (Hoyle, 2012:197). The SEM measures the 
relationships between manifest variables, between manifest and latent variables, and 
between multiple latent variables whether they are independent or dependent 
variables (Hoyle, 2012:197).  
The Principal Axis Factoring with an Oblimin (Oblique) Rotation was used as a method 
of factor extraction (Hair et al., 2010:116, 145). The factor-analysability of the data was 
measured by using the software program SPSS version 23 including the Kaiser-
Meyer-Olkin’s (KMO) measure of sampling adequacy and Bartlett’s test of Sphericity 
(Hair et al., 2010:104, 105, 385; Hoyle, 2012:268; Saqib, Khan & Ahmad, 2013:311; 
Williams et al., 2010:5, 7). In order to determine the number of factors for each sub-
model Eigenvalues, the Percentage of Variance criteria are used as criteria. KMO 
values closer to 1 indicate stronger factor-analysability of the data. As the KMO value 
for both sub-models are >7 the data are considered factor-analysable. Additional proof 
that the data is factor-analysable is provided by the significant Bartlett’s test of 
Sphericity (p>0.05) (Hair et al., 2010:105). The results for both the Kaiser-Meyer-Olkin 
and Bartlett’s Test of Sphericity are reported in Table 7.1.  
Table 7.1: Kaiser-Meyer-Olkin and Bartlett’s Test of Sphericity 
KMO Measure of Sampling Adequacy  0.964 
Bartlett’s Test of Sphericity 
Approx. chi-square 5636.405 
df 351 
Level of significance 0.000 
Source:  Researcher’s own construction (2016) 
Exploratory factor analysis was used to assess whether the data contained underlying 
dimensions that could predict perceived success (independent variables). In order to 
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identify the latent dimensions or constructs represented in the original variables a 
Maximum Likelihood Exploratory Factor Analysis (common factor analysis) was 
employed. The objectives of the process are to (Williams, et al., 2010:2): 
 Reduce the number of variables; 
 Examine the structure or relationship between variables; 
 Detect and assess the unidimensionality of a theoretical construct; 
 Evaluate the construct validity of the instrument used in this study; 
 Address potential multi-collinearity concerns (two or more variables that are too 
strongly correlated, and 
 Develop theoretical constructs, if needed. 
The number of factors, including identifying the item loadings on each of the factors, 
emerges after conducting the EFA. The process of identifying the factors and factor 
loadings is essential before SEM can be conducted (Hair, Black, Babin & Anderson, 
1998:65).  
In order to simplify and transform the data matrix into a more interpretable format, the 
factor structure is rotated. The ideal result suggests that each of the questionnaire 
items have a significant loading onto only a single factor (Field, 2013:702). The 
Principal Axis Factor (PAF) with a Direct Oblimin rotation was conducted on data from 
the 73 Likert scale statements that were collected from 360 respondents. A 
simultaneous multiple criteria approach was used to identify the number of factors and 
the underlying correlations as proposed by Williamson et al. (2012:6). This process to 
identify the number of factors (dimensions) to extract include the Eigenvalues, the 
percentage of variance criterion and the individual factor loadings, as suggested by 
McNabb (2015:159).  
A factor analysis generates a factor loading (value) that represents the correlations 
between a questionnaire item and each factor and not any other factor. Discriminant 
validity is demonstrated when each of the items only load significantly on a single 
factor. Factor loadings with values between 0.3 to 0.4 are considered a minimum 
requirement to be regarded as a significant loading for sample sizes larger than 350 
respondents (Hair, Hult, Ringle, & Sarstedt, 2013:122). The initial Cumulative 
Eigenvalues of 12.954 explains a total of 65% of the variance in the data to be 
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extracted as independent variables. A total of 27 measured variables are grouped into 
six latent constructs or factors. The factor analyses produced evidence of discriminant 
validity and also construct validity by retaining only items that load significantly on a 
single factor without any cross-loading and by discarding any item with a factor loading 
below 0.05. Table 7.2 presents the individual factor loadings (> 0.5) for each of the six 
factors (latent variables or constructs) extracted as evidence of discriminant variables. 
Table 7.2: Rotated Factor Loadings:  Independent Variables 
Pattern Matrix 
 
Latent factor 1 
EQD 
Latent factor 2   
SQ 
Latent factor 3 
CU 
Latent factor 4 
OCB 
Latent factor 5 
VAGG 
Latent factor 6 
LEB 
Item 
Emotional 
Intelligence 
Development 
Spiritual 
Intelligence 
Cultural 
Intelligence 
Organisational 
Cultural 
Behaviour 
Values 
Alignment 
Leadership 
Behaviour 
SD2 0.740 0.148 0.200 0.229 0.080 0.027 
EQ3 0.731 0.267 0.046 0.064 0.238 0.106 
EQ2 0.719 0.107 0.274 0.309 0.046 0.131 
EQ1 0.695 0.142 0.234 0.267 0.088 0.153 
EQ5 0.694 0.217 0.186 0.095 0.235 0.087 
SD4 0.693 0.286 0.330 0.034 0.197 0.047 
WS6 0.687 0.226 0.266 0.159 0.195 0.166 
CU1 0.676 0.084 0.167 0.212 0.263 0.138 
SD5 0.672 0.282 0.155 0.122 0.223 0.262 
SQ2 0.615 0.252 0.317 0.048 -0.012 0.354 
EQ8 0.612 0.064 0.329 0.307 0.041 0.058 
SP3 0.530 0.334 0.033 0.220 0.333 0.088 
SQ4 0.183 0.751 0.315 0.159 0.082 0.185 
SQ3 0.211 0.743 0.138 0.268 0.060 0.141 
SQ1 0.361 0.686 0.256 0.013 0.126 0.141 
CU5 0.272 0.135 0.717 0.284 0.122 0.130 
EQ6 0.272 0.291 0.712 0.057 0.187 0.150 
CU4 0.100 0.246 0.556 0.158 0.382 0.071 
WS2 0.336 0.336 0.556 0.202 0.139 -0.042 
CU2 0.100 0.117 0.185 0.734 0.117 0.180 
CM2 0.368 0.095 0.102 0.561 0.093 0.223 
OA1 0.391 0.309 0.150 0.505 0.234 -0.092 
SL1 0.348 0.391 0.155 0.501 0.142 -0.295 
SP4 0.202 -0.025 0.184 0.184 0.745 0.224 
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Item 
Emotional 
Intelligence 
Development 
Spiritual 
Intelligence 
Cultural 
Intelligence 
Organisational 
Cultural 
Behaviour 
Values 
Alignment 
Leadership 
Behaviour 
VA3 0.329 0.313 0.257 0.101 0.622 -0.050 
SL3 0.213 0.190 0.146 0.160 0.391 0.653 
SL2 0.365 0.203 0.088 0.128 0.004 0.532 
Eigenvalues 12.599 1.384 1.062 1.036 0.892 0.805 
Source:  Researcher’s own construction (2016) 
The analysis of the independent variables initially measuring the expected 10 factors 
with 73 question items resulted in 6 latent factors measured by 27 items. The identified 
factors are Emotional Intelligence Development, Spiritual Intelligence, Cultural 
Intelligence, Organisational Cultural Behaviour, Values Alignment and Leadership 
Empowerment Behaviour. 
On completion of the exploratory factor analysis the empirical model was adjusted 
according to the EFA findings. The two dependent variables namely: Human 
Development and Perceived Success of Emotional Intelligence Training remained 
unchanged and were treated as separate constructs as originally modelled. As a 
result, two separate models namely Sub-model A, Human Development and Sub-
model B, Perceived Success of Emotional Intelligence Training were tested 
empirically.   
7.3  RELIABILITY OF THE RESEARCH INSTRUMENT  
The reliability of the research instrument involves the assessment of the degree of 
consistency between multiple measurements of a variable (Hair et al., 2010:125).  
Reliability indicates the extent to which a scale produces consistent results if repeated 
measurements are conducted. According to Zikmund et al. (2013:302) reliability 
involves two critical elements, namely:  repeatability and internal consistency. The 
test-retest method to assess repeatability of a measure can be used when the same 
measure can be administered to the same respondent at a different time. The second 
element of reliability involves the homogeneity of the measure (Zikmund et al., 
2013:302). The internal consistency of a multi-item measure is evaluated by 
correlating the scores on subsets of the items within the same scale. 
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Cronbach-alpha is one type of reliability estimate known as internal consistency to 
assess the reliability of the construct indicators because of its unique utility of multi-
item scales at the interval level of measurement (Cooper & Schindler, 2011:285).  The 
Cronbach-alpha reliability coefficient was utilised to assess the internal consistency of 
the measuring instrument used in this study (Cooper & Schindler, 2011:284). The 
Cronbach-alpha coefficient is ideally suited for multi-item scales at the interval level of 
measurement for assessing the reliability of the construct indicators (Hancock & 
Mueller, 2006:275). A Cronbach-alpha coefficient of greater than 0.70 is regarded as 
a score that indicates sufficient reliability (Collis & Hussey, 2014:270, 274, 280).  
According to Hair et al. (2010:125) a lower limit of 0.60 is acceptable in the case of 
exploratory research as it is the case in this study. 
7.4 FACTORS IDENTIFIED AFTER EXPLORATORY FACTOR ANALYSIS 
Six factors constituting the independent variables emerged from the exploratory factor 
analysis. Cronbach-alpha coefficients were calculated for each factor including the 
item-to-total correlation for the items measuring each factor. Cronbach-alpha values 
of more the 0.8 were recorded for factors 1, 2 and 3 while factor 4 returned a value of 
more than 0.7. Factors 5 and 6 returned Cronbach-alpha values of 0.597 and 0.516 
respectively but were regarded as sufficiently reliable due to the exploratory nature of 
this study.  
7.4.1 Independent variables:  Sub-model A and Sub-model B 
The independent variables extracted from the exploratory factor analysis are 
discussed below. The independent variables are Emotional Intelligence Development, 
Spiritual Intelligence, Cultural Intelligence, Organisational Cultural Behaviour, Values 
Alignment and Leadership Empowerment Behaviour. 
7.4.1.1 Factor 1:  Emotional Intelligence Development 
Four of the original items were expected to measure the construct factor 1. Emotional 
Intelligence Development loaded to a significant extent. Five items, namely EQ4, EQ5, 
EQ6, EQ7 and EQ9 did not load any factor and were discarded as measures of 
Emotional Intelligence Development. Item EQ6, which did not load on this factor 
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loaded significantly on factor 3, Cultural Intelligence. A total of five items which were 
intended to measure other constructs loaded on factor 1 as well. These items are: 
 SD2, SD4 and SD5 which were intended to measure Skills Development; 
 WS6 which was intended to measure Wisdom; 
 CU1 which was intended to measure Cultural Intelligence (CU); 
 SQ2 which was intended to measure Spiritual Intelligence (SQ), and 
 SP3 which was intended to measure Succession Planning (SP). 
These items were therefore, regarded as additional measures of the construct of 
Emotional Intelligence Development. 
The eleven items that loaded on factor 1 returned an acceptable Cronbach-alpha 
coefficient of 0.942 which indicates that the instrument used to measure this construct 
is reliable. The eleven items measuring the latent variable Emotional Intelligence 
Development, their Cronbach-alpha, their Eigenvalues and their item-to-total 
correlations are listed in Table 7.3. 
Table 7.3: Factor 1 – Emotional Intelligence Development 
Eigenvalue: 12.599 % of Variance: 46.664 Cronbach-alpha: 0.942 
Item Question 
Factor 
loading 
Item-to-
total 
correlation 
Cronbach-
alpha after 
deletion 
SD2 
Understanding one’s own weaknesses is a 
vital skill of the emotional development of 
successful leaders 
0.740 0.747 0.936 
EQ5 
Effective motivation of others is a key 
attribute of an emotional intelligent leader 
0.694 0.744 0.936 
EQ1 
Emotional maturity is important for 
successful leadership development 
0.695 0.775 0.936 
EQ2 
Self-analysis is a key component of 
successful emotional leadership 
development 
0.719 0.777 0.933 
EQ3 
Emotional intelligent leaders who lead by 
example increase organisational 
productivity 
0.731 0.734 0.937 
EQ8 
Emotional intelligent leaders often allow 
others to lead 
0.612 0.670 0.939 
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Item Question Factor 
loading 
Item-to-
total 
correlation 
Cronbach-
alpha after 
deletion 
SD4 
Empathic listening is an important 
leadership development skill 
0.693 0.772 0.935 
WS6 
Successful teamwork requires emotionally 
competent leadership 
0.687 0.790 0.935 
CU1 
Creating a culture of learning is a core 
responsibility of successful leaders 
0.676 0.731 0.937 
SD5 
Creating a culture of learning is a core 
responsibility of successful leaders 
0.672 0.777 0.935 
SQ2 
Successful leaders who demonstrate 
personal inner peace contribute to a 
productive working environment 
0.615 0.704 0.938 
SP3 
In-house leadership development creates 
opportunities for sub-ordinates to develop 
into leaders 
0.530 0.637 0.940 
Source:  Researcher’s own construction (2016) 
7.4.1.2  Factor 2:  Spiritual Intelligence 
Three of the original five items which intended to measure the construct Spiritual 
Intelligence loaded to a significant extent on factor 2. Two items, namely SQ2 and 
SQ5 did not load to a significant extent on factor 2 and were deleted. No other items 
loaded on factor 2. 
Item SQ2, which did not load on factor 2, loaded significantly on factor 1, Emotional 
Intelligence Development. The remaining item, SQ5 did not load on any other factor 
and was deleted. 
The three items that loaded on factor 2 returned an acceptable Cronbach-alpha 
coefficient of 0.822 and therefore, indicate that the instrument to measure the 
construct of Spiritual Intelligence is reliable. The three items measuring the latent 
variable Spiritual Intelligence, their Cronbach-alpha, their Eigenvalues and their item-
to-total correlations are listed in Table 7.4. 
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Table 7.4: Factor 2 – Spiritual Intelligence 
Eigenvalue: 1.384 % of Variance: 5.126 Cronbach-alpha: 0.822 
Item Question 
Factor 
loading 
Item-to-
total 
correlation 
Cronbach-
alpha after 
deletion 
SQ3 
Leaders who cultivate Spiritual Intelligence 
in the work environment enhance personal 
growth opportunities for others 
0.743 0.664 0.766 
SQ4 
Spiritual intelligent leaders often 
demonstrate a willingness to serve others 
0.751 0.721 0.708 
SQ1 
Spiritual intelligent leaders who act with 
compassion often solve complex human 
issues successfully 
0.686 0.644 0.786 
Source:  Researcher’s own construction (2016) 
7.4.1.3 Factor 3:  Cultural Intelligence 
Only items CU4 and CU5 of the original five items were expected to measure the 
construct Cultural Intelligence loaded to a significant extent on factor 3. Three items, 
namely CU1, CU2 and CU3 did not load on any factor and were deleted in terms of 
factor 3 of Cultural Intelligence. Items CU1 and CU2, which did not load on this factor, 
loaded significantly on factor 1, Emotional Intelligence Development and factor 4, 
Organisational Culture and Behaviour respectively.  
Two items which were intended to measure other factors loaded on factor 3, Cultural 
Intelligence. These items are: 
 EQ6 which was intended to measure Emotional Intelligence Development, and 
 WS2 which was intended to measure the construct Wisdom. 
These two items were therefore, regarded as additional measurements of the factor 
3, Cultural Intelligence. 
The four items that loaded on factor 3 returned an acceptable Cronbach-alpha 
coefficient of 0.832 and therefore, indicates that the instrument to measure the 
construct of Cultural Intelligence is reliable. The four items measuring the latent 
variable Cultural Intelligence, their Cronbach-alpha, their Eigenvalues and their item-
to-total correlations are listed in Table 7.5. 
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Table 7.5: Factor 3 – Cultural Intelligence 
Eigenvalue: 1.062 % of Variance: 3.934 Cronbach-alpha: 0.832 
Item Question 
Factor 
loading 
Item-to-
total 
correlation 
Cronbach-
alpha after 
deletion 
CU4 
Cultural intelligence enhances good 
governance in organisations 
0.556 0.680 0.799 
CU5 
Understanding cultural influences can prevent 
leadership failures 
0.717 0.659 0.788 
EQ6 
Emotional intelligence training can prevent 
burn-out of leaders 
0.712 0.670 0.784 
WS2 
Understanding religious diversity is important to 
lead multicultural organisations successfully 
0.556 0.639 0.798 
Source:  Researcher’s own construction (2016) 
7.4.1.4 Factor 4:  Organisational Cultural Behaviour 
Four items which intended to measure the constructs of Cultural Intelligence, Change 
Management, Outside Advice and Successful Leadership loaded on factor 4 labelled, 
Organisational Cultural Behaviour. These items were CU2, CM2, OA1 and SL1. 
The four items that loaded on factor 4 returned an acceptable Cronbach-alpha 
coefficient of 0.705 and therefore, indicates that the instrument to measure the 
construct of Organisational Cultural Behaviour is reliable. The four items measuring 
the latent variable Organisational Cultural Behaviour, their Cronbach-alpha, their 
Eigenvalues and their item-to-total correlations are listed in Table 7.6. 
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7.4.1.5 Factor 5:  Values Alignment 
One of the original five items which intended to measure the construct Values 
Alignment loaded to a significant extent on factor 5. Four items, namely VA1, VA2, 
VA4 and VA5 did not load to any extent on factor 5 or any of the other factors and 
were deleted.  
Item SP4, which was intended to measure Succession Planning loaded significantly 
on factor 5. 
The two items that loaded on factor 5 returned an acceptable Cronbach-alpha 
coefficient of 0.597 and therefore indicate that the instrument to measure this construct 
is reliable. The two items measuring the latent variable Values Alignment the 
Cronbach-alpha, their Eigenvalues and their item-to-total correlations are listed in 
Table 7.7. 
 
 
 
Table 7.6: Factor 4 – Organisational Cultural Behaviour 
Eigenvalue: 1.036 % of Variance: 3.838 Cronbach-alpha: 0.705 
Item Question 
Factor 
loading 
Item-to-
total 
correlation 
Cronbach-
alpha after 
deletion 
CU2 
Positive leadership behaviour enhances 
organisational culture 
0.734 0.445 0.681 
CM2 
Successful transformational leaders 
challenge the status quo when it stands in 
the way of change 
0.561 0.447 0.668 
OA1 
Successful leaders utilise the expertise of 
others when making important decisions 
0.505 0.570 0.604 
SL1 
Mature leaders involve other people in 
decision-making processes 
0.501 0.533 0.617 
Source:  Researcher’s own construction (2016) 
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Table 7.7: Factor 5 – Values Alignment 
Eigenvalue: 0.892 % of Variance: 3.303 Cronbach-alpha: 0.597 
Item Question 
Factor 
loading 
Item-to-total 
correlation 
Cronbach-
alpha after 
deletion 
SP4 
Recruiting capable candidates from 
outside an organisation for leadership 
development should be part of 
succession planning 
0.745 0.426 - 
VA3 
Values alignment places organisational 
well-being above self-interest 
0.622 0.426 - 
Source:  Researcher’s own construction (2016) 
7.4.1.6 Factor 6: Leadership Empowerment Behaviour 
Items Sl2 and SL3, intended to measure the construct Successful Leadership, loaded 
on factor 6, Leadership Empowerment Behaviour. 
The two items that loaded on factor 6 returned an acceptable Cronbach-alpha 
coefficient of 0.597 and therefore, indicate that the instrument to measure this 
construct is reliable. The two items measuring the latent variable Leadership 
Empowerment Behaviour, their Cronbach-alpha, their Eigenvalues and their item-to-
total correlations are listed in Table 7.8. 
Table 7.8: Factor 6 – Leadership Empowerment Behaviour 
Eigenvalue: 0.805 % of Variance: 5.520 Cronbach-alpha: 0.516 
Item Question 
Factor 
loading 
Item-to-
total 
correlation 
Cronbach-
alpha after 
deletion 
SL2 The successful leader is a role-model 0.532 0.369 - 
SL3 
A successful leader’s self-sacrifice 
empowers others 
0.391 0.3.69 - 
Source:  Researchers own construction (2016) 
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7.4.1.7 Dependent variables 
Dependent variables Human Development, Sub-model A, and Perceived Success of 
Emotional Intelligence Training, Sub-model B, are discussed below. 
7.4.1.8 Sub-model A:  Human Development 
Before the dependent variable Human Development was modelled and the 
hypotheses empirically tested, it was assessed for unidimensionality by means of an 
EFA. 
The Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy and Bartlett’s test of 
Sphericity were used to assess the suitability of the items to measure Human 
Development. The KMO index ranged from 0 to 1; 0.50 and above were considered 
suitable for factor analysis. The Bartlett’s Test of Sphericity should be significant 
(p<.05) to indicate that there is sufficient intercorrelation in the data to permit the use 
of an exploratory factor analysis.  
The Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy was 0.881 while 
Bartlett’s Test of Sphericity (Approximate Chi-Square – 877.866) was significant 
(p<0.000). Both indices therefore, provide empirical evidence that the data is factor 
analysable.  
The dependent variable Human Development (factor 7) was thereafter assessed for 
unidimensionality by means of the Exploratory Factor Analysis. The number of latent 
factors to be extracted was not specified. Only a single factor was extracted, which 
confirms that Human Development is a unidimensional construct. The dependent 
variable, Human Development in Sub-model A, returned a sufficient Cronbach-alpha 
of 0.850 as indicated in Table 7.9. 
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Table 7.9: Dependent Factor 7 – Human Development 
Eigenvalue: 3.545 % of Variance: 59.075 Cronbach-alpha: .850 
Item Question 
Factor 
loading 
Item-to-
total 
correlation 
Cronbach-
alpha after 
deletion 
HD6 
Successful human development is a 
continuous process 
0.541 0.697 0.818 
HD2 
Successful human development includes 
opportunities for personal growth 
0.558 0.738 0.807 
HD4 
Empowering people is the ultimate purpose 
of successful human development 
0.403 0.625 0.827 
HD5 
Representivity of cultural diversity in 
executive leadership enhances human 
development 
0.302 0.540 0.852 
HD1 
Emotional well-being is the corner-stone of 
human development in an organisation 
0.369 0.595 0.832 
HD3 
Successful human development is a 
multifaceted process 
0.521 0.683 0.816 
Source:  Researcher’s own construction (2016) 
7.4.1.9 Sub-model B:  The Perceived Success of Emotional Intelligence 
Training 
In Sub-model B the dependent variable is the Perceived Success of Emotional 
Intelligence Training. 
The unidimensionality of the Perceived Success of Emotional Intelligence Training 
was also assessed using an exploratory factor analysis. The factor analysability of the 
data was assessed by means of the KMO test of sampling adequacy and Bartlett’s 
test of Sphericity. 
The Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy was 0.926 while 
Bartlett’s Test of Sphericity (Approximate Chi-Square – 1266.458) was significant at p 
< 0 .000, providing evidence that the use of a factor analysis is suitable.  
The dependent variable Perceived Success of Emotional Intelligence Training (factor 
8) was assessed for unidimensionality by means of EFA. The number of latent factors 
to be extracted was not specified. Only a single factor was extracted, which confirms 
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the unidimensionality of the construct Perceived Success of Emotional Intelligence 
Training. This factor explains 56.468% of the variance in the data, returned an 
Eigenvalue of 4.517 and a Cronbach-alpha Coefficient of 0.886 as reported in Table 
7.10. 
Table 7.10: Dependent Factor 8 – Perceived Success of Emotional 
Intelligence Training  
Eigenvalue: 4.517 % of Variance: 56.468 Cronbach-alpha: .886 
Item Question 
Factor 
loading 
Item-to-
total 
correlation 
Cronbach-
alpha after 
deletion 
ET1 
Effective leadership training should 
enhance service-orientated leadership 
development 
0.483 0.681 0.869 
ET8 
An effective emotional intelligence training 
course should include effective listening 
skills 
0.330 0.330 0.880 
ET7 
Emotional maturity should be the ultimate 
training outcome of leadership 
development 
0.345 0.345 0.880 
ET2 
Cultivating a positive mindset is a key 
component of successful emotional 
intelligence leadership training 
0.542 0.542 0.866 
ET6 
Ethics training could enhance ethical 
leadership behaviour 
0.422 0.637 0.874 
ET3 
Empathy is a key element of successful 
emotional leadership development 
0.468 0.671 0.870 
ET5 
Simulated case study training could 
enhance successful leadership 
development 
0.493 0.677 0.869 
ET4 
Developing leadership role-models should 
be an important outcome of successful 
leadership training 
0.590 0.749 0.863 
Source:  Researcher’s own construction (2016) 
7.5 THE REVISED THEORETICAL MODEL 
The proposed theoretical model as developed from the literature is presented in 
Chapter 5 as Figure 5.1.  As a result of the exploratory factor analyses, the original 
theoretical model depicted in Figure 5.1 and the hypotheses formulated in Chapter 5 
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had to be revised.  The exploratory factor analyses performed in this chapter were 
unable to confirm all the identified latent variables as originally intended in the 
theoretical model, primarily due to discriminant validity and therefore, construct validity 
concerns.   
The independent variables Change Management, Skills Development, Wisdom, 
Outside Advice and Succession Planning, had to be removed from the theoretical 
model as the discriminant validity could not be confirmed by the exploratory factor 
analysis. In addition, some of the original variables had to be reoperationalised in the 
revised theoretical model pertaining to Human Development and a Perceived Success 
of Emotional Intelligence Training discussed in previous sections of this chapter.  
These variables are Emotional Intelligence Development, Cultural Intelligence, 
Organisational Cultural Behaviour, Values Alignment while Spiritual Intelligence 
remained unchanged. Subsequently, the hypotheses based on the initial theoretical 
model, had to be revised. This revised theoretical model (after the rigorous process of 
validity and reliability assessment) and subsequent hypotheses were subjected to 
further empirical testing.   
7.6 REFORMULATION OF THE HYPOTHESES 
After the exploratory factor analysis had been conducted, the theoretical model was 
amended accordingly and some of the original hypotheses had to be revised.  The 
latent variables Change Management, Skills Development, Wisdom, Outside Advice, 
and Succession Planning were excluded in the amended model while some constructs 
were relabelled. As a result of the reformulated hypotheses, sub-model constructs 
were identified.  
The revised hypotheses are discussed in the remainder of this study.  Table 7.11 
describes the revised hypotheses to be tested in the Structural Equation Model 
pertaining to Sub-model A. 
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Table 7.11: Revised Hypothesis:  Sub-model A 
H1 
There is a positive relationship between Emotional Intelligence Development 
and Human Development 
H2 
There is a positive relationship between Spiritual Intelligence and Human 
Development 
H3 
There is a positive relationship between Cultural Intelligence and Human 
Development 
H4 
There is a positive relationship between Organisational Cultural Behaviour and 
Human Development 
H5 
There is a positive relationship between Values Alignment and Human 
Development 
H6 
There is a positive relationship between Leadership Empowerment Behaviour 
and Human Development 
Source:  Researcher’s own construction (2016) 
Table 7.12 describes the revised hypotheses to be tested in the Structural Equation 
Model pertaining to Sub-model B. 
Table 7.12: Revised Hypothesis:  Sub-model B 
H7 
There is a positive relationship between Emotional Intelligence Development 
and the Perceived Success of Emotional Intelligence Training 
H8 
There is a positive relationship between Cultural Intelligence and the Perceived 
Success of Emotional Intelligence Training 
Source:  Researcher’s own construction (2016) 
Table 7.13 describes the revised hypotheses to be tested in the Structural Equation 
Model pertaining to the dependent variables. 
Table 7.13: Revised Hypothesis for Dependent Variables 
H9 
There is a positive relationship between Human Development and Perceived 
Success of Emotional Intelligence Training 
Source:  Researcher’s own construction (2016) 
After the reliability and discriminant validity of all the variables remaining in the 
empirical model had been confirmed, the statistical technique, Structural Equation 
Modelling (SEM) was used to test the series of relationships of the revised model in 
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Figure 7.2.  The model was further divided into two sections as described in Figure 7.3 
labelled Sub-model A identified as Human Development and Figure 7.4, labelled Sub-
model B identified as Perceived Success of Emotional Intelligence Training model for 
executive Leadership development in SA. The combined results for the structural 
model estimation are presented in Figure 7.8 and each factor’s relationship is 
discussed thereafter. 
7.6.1 Assessment of the Normality of the Data 
The assessment of the normality of the data is a prerequisite for most multivariate 
statistical tests because of the assumption that the underlying variables of interest are 
normally distributed (Hair et al., 2010:254). When conducting parametric statistical 
tests, it is often assumed that the data is collected from a sample population with 
normal distribution and is traditionally associated with the p-value reference (Hair et 
al., 2010:646).  The distributional nature of data when utilising SEM can influence the 
estimation procedure by inflating chi-square values, biased critical values and can 
influence standard errors (Hair et al., 2010:645, 648). The Maximum Likelihood 
Estimation method (MLE) is usually used when the data demonstrates sufficient 
evidence of normality (Hoyle, 2012:9; Hair et al., 2010:645). In cases where data does 
not demonstrate sufficient evidence of normality, the Robust Maximum Likelihood 
(RML) estimation should be used to estimate the parameters in the model as it 
compensates for the non-normality in the data (Hoyle, 2012:476). In this study the 
normality of the data was evaluated by using the Multivariate Normality (MVN) 
assessment procedure available in LISREL 8.80 (Cooper & Schindler, 2011:538; Hair, 
2010:624, 626). 
In assessing the multivariate normality of the data, the following null hypothesis was 
considered: 
H0: The data distribution is a multivariate normal distribution. 
H1: The data distribution is not a multivariate normal distribution. 
The Chi-square values for the multivariate tests for Sub-model A, Human 
Development is reported in Table 7.14.   
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Table 7.14: Test of Multivariate Normality for Sub-model A:  Human 
Development 
 Value Z-score p-value 
Skewness 409.906 91.465 0.000 
Kurtosis 1801.256 30.283 0.000 
Skewness and Kurtosis - - 0.000 
Chi-Square 9282.972 
Source:  Researcher’s own construction (2016) 
The Chi-square values for the multivariate tests for Sub-model B, Perceived Success 
of Emotional Intelligence Training is reported in Table 7.15. 
Table 7.15: Test of Multivariate Normality for Sub-model B: Perceived 
Success of Emotional Intelligence 
 Value Z-score p-value 
Skewness 446.894 91.638 0.000 
Kurtosis 1969.669 30.325 0.000 
Skewness and Kurtosis - - 0.000 
Chi-Square 9317.119 
Source:  Researcher’s own construction (2016) 
The Satorra-Bentler Scaled Chi-Square statistic is 9282.972 for Sub-model A and 
9317.119 for Sub-model B and the associated p-values are smaller than 0.05 for both 
models. Therefore, the null hypothesis of multivariate normality had to be rejected at 
the 0.01% level of significance. The alternate hypothesis stating that the data 
distribution is not a multivariate normal was therefore, accepted. The result indicated 
that the Robust Maximum Likelihood method (RML) available in the LISREL 8.80 
program should be used in estimating both the measurement and the Structural 
Equation Model (Hoyle, 2012:476). 
7.7 EMPIRICAL RESULTS AND INTERPRETATIONS 
Chapter 5 deals with the research process explaining the application of various 
methods and techniques to create scientifically obtained knowledge by using objective 
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methods and procedures (Welman & Kruger, 2001).  The first of the seven stages of 
SEM, namely the development of a theoretical model from literature is presented in 
Chapter 5 (see Figure 5.1). The remaining stages two to seven are discussed further 
in this chapter based on the work of Grace (2014), Hoyle (2012:7), Cooper and 
Schindler (2011:539) and Kline (2011:92): 
 Constructing the path diagram of causal relationships; 
 Converting the path diagram into measurement and structural models; 
 Choosing the input matrix type and estimating the proposed model; 
 Assessing the identification of the structural model; 
 Evaluating the goodness-of-fit results, and 
 Making theoretically justified modifications to the model.  
7.8 CONSTRUCTING THE PATH DIAGRAM 
The path diagram is often used by SEM researchers as a communication tool to 
simplify complicated algebraic and graphical representation depicting theoretical 
relationships (Hoyle, 2012:43). The graphical format is widely associated with a path 
diagram as a statistical technique for delineating linear relations in multivariate data 
analysis. The path diagram generally serves two purposes, namely, as a visual 
presentation in that it aids thought processes for modelling formulations, but also as a 
communication platform (Hoyle, 2012:43). A path diagram as graphical representation 
of a model is equivalent to a set of equations defining a model. Cooper and Schindler 
(2011:615) emphasises the importance of visual presentation to plot arguments. In 
this study the path diagram as graphic illustration of measurement and structural 
models are used (Cooper & Schindler, 2011:540; Hancock & Mueller, 2006:131). The 
following path diagram, as illustrated in Figure 7.2, describes the theoretical 
relationships between the independent and dependent variables of Sub-model A and 
Sub-model B.  
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Figure 7.2: Path Diagram of Relationships:  Revised Theoretical Model  
 
Source:  Researcher’s own construction (2016) 
In designing a path diagram the researcher uses various methods to create an 
understandable communication platform to demarcate the relationships among 
multivariate data, specification of latent variables and parameters. This process 
includes presenting casual and predictive relationships and associative correlations 
between constructs (Hoyle 2012:43, 44). Each theoretical proposed relationship is 
described by means of a hypothesis. 
The revised theoretical model is separated in path diagrams labelled Sub-model A, 
Human Development, and Sub-model B, Perceived Success of Emotional Intelligence 
Training, as indicated in figure 7.3 and figure 7.4. In addition, the expected relationship 
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between the two dependent variables namely Sub-model A, Human Development, and 
Sub-model B, Emotional Intelligence Training, is indicated in Figure 7.5. 
Various methods are used to present the path diagrams visually as proposed by Hoyle 
(2012:44). This includes the use of elliptical symbols, the use of colour-coded data 
and arrows. The blue coloured elliptical symbols represent the independent variables 
while the yellow and pink coloured squares and rectangles represent the dependent 
variable in Sub-model A and Sub-model B. Single-headed arrows are used to indicate 
the dependence relationships and are directed at the dependent variables. Constructs 
with no arrows indicate independent variables. Independent variables are not 
produced, caused or influenced by any other variables represented in the revised 
theoretical model. The research rationale proposes that dependent variables or 
constructs can predict other dependent variables, but independent variables can only 
relate to dependent variables casually. Therefore, Leadership Empowerment 
Behaviour in Sub-model A is an example of an independent construct casually related 
to the dependent constructs namely, Human Development as depicted in the path 
diagram. 
According to Marcoulides and Schumacker (2009:161), no general concurred rules, 
dictating the sample size required in SEM, are available. However, the larger the size 
of the samples to estimate latent variables in SEM, the higher the level of confidence 
in the statistics and underlying asymptotic statistical theory of the parameter 
estimations (Hair et al., 2010:644). A ratio of 15 respondents for each parameter or 
fixed relationship is recommended in any model to limit possible problems with 
normality deviations (Hair et al., 2010:644, 646). Hair et al. (2010:313) propose certain 
challenges in cases where variables exceed 20 in terms of interpreting results and the 
statistical significance.  
The path diagram depicting the structural relationships of the revised theoretical model 
(Figure 7.3, Figure 7.4 and Figure 7.5) confirms that the number of proposed 
parameters relative to the sample size of 360 respondents, is sufficient for conducting 
SEM in LISREL 8.80 for Windows (Cooper & Schindler, 2011:538; Hair, 2010:624, 
626). The revised theoretical model based on the results of discriminant validity 
analysis as reflected in Sub-model A and Sub-model B ensures an appropriate ratio 
percentage of sample size to the number of parameters to be estimated by SEM. The 
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conclusion can therefore, be drawn that the path diagrams illustrated in Figure 7.3 and 
7.4 are appropriate for conversion to measurement and structural models in the 
following stage of SEM. 
Figure 7.3 presents the relationship between the independent and dependent 
variables of Sub-model A. 
Figure 7.4 presents the relationship between the independent and dependent 
variables of Sub-model B. 
 
 
Figure 7.3: Path Diagram of Sub-model A:  Human Development 
 
Source:  Researcher’s own construction (2016) 
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Figure 7.4: Path diagram of Sub-model B:  Perceived Success of Emotional 
Intelligence Training 
 
Source:  Researcher’s own construction (2016) 
The relationship between the two dependent variables, namely Sub-model A, Human 
Development, and Sub-model B, Emotional Intelligence Training, is indicated in Figure 
7.5. 
Figure 7.5: Path Diagram of Dependent Variables: Sub-model A and Sub-
model B 
 
Source:  Researcher’s own construction (2016) 
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7.9 CONVERTING THE PATH DIAGRAM INTO MEASUREMENT AND 
STRUCTURAL MODELS 
The previous section dealt with the two path diagrams of casual relationships in the 
revised theoretical models portrayed in Figure 7.3, Figure 7.4 and Figure 7.5. The 
theoretically proposed relationships and subsequently reformulated hypotheses are 
depicted in Table 7.23. The next stage of the SEM process necessitates the formal 
specifications of relationships and the linkage of the constructs in the measurement 
model by specifying a series of structural equations (Hair et al., 2010:655). The 
relationship between the variables in the path diagram is therefore, converted into 
structural equations. This conversion is done to identify the correlations between the 
operational definitions of the constructs and the relevant theory for the purpose of the 
empirical evaluation (Hair et al., 2010:657).  
A measurement model is defined as the specification of the measurement theory that 
shows how constructs are operationalised by sets of measured variables (Hair et al., 
2010:669). 
The next step specifies the measurement and structural models to each sub-model 
(Hair et al., 2010:655). The measurement model requires the assignment of indicator 
variables to their associated latent constructs including assessing the measurement 
properties of the scale and therefore, providing evidence of construct validity. The 
process of specifying the manifested variables which measures each latent factor is 
an important phase in the measurement model development. The indicators are 
manifest variables and refer to the respondents’ responses, who participated in this 
study, to the questionnaire items. The structural model involves the allocation of the 
relationships between the various latent constructs of each sub-model which are 
identified and the extent to which the proposed model represents an acceptable 
approximation of the data (Hair et al., 2010:657; Hancock & Mueller, 2006:254; Cooper 
& Schindler, 2011:541).  
The initial steps to develop a structural model were to convert the relationships 
between the constructs to structural equations as illustrated in the path diagram (see 
figure 6.1). As mentioned earlier, two constructs allocated as dependent variables 
were converted into equations respectively representing Sub-model A and Sub-model 
B (Hoyle, 2012:45). The equations represent (1) a structural coefficient for each 
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hypothesised construct, symbolised by b, and (2) an error term is represented by E1. 
An example of a structural equation for the dependent variable in Sub-model A is 
provided in Table 7.16. 
Table 7.16: Structural Equation  
Human Development    =   b4 * Leadership Empowerment Behaviour  +  E1 
Source:  Researcher’s own construction (2016) 
In the process of developing a structural model, a transition from the exploratory factor 
analysis to a more confirmatory approach is required. During the exploratory factor 
analysis process, the researcher has no control over the items loading onto the various 
factors. In contrast, the confirmatory factor analysis affords the researcher the 
opportunity to specify which items define each latent construct or factor (Hair et al., 
2010:668; Hoyle, 2012:48, 70).  
The SEM process requires that the reliability of all the indicators must be confirmed. 
For the purpose of this study, the empirical estimation approach is used which 
proposes the loading matrix along with an error term for each indicator (Hair et al., 
2010:100). The loading coefficients provide an estimation of reliability for each 
indicator during the estimation process of the measuring model. During this phase the 
researcher is unable to influence the reliability value of the estimation process.  
It is required that the reliability of all the indicators has to be confirmed after the various 
specifications are developed and the latent variables are defined (Hair et al., 2010:95). 
Tables 7.14 Sub-model A and table 7.15 Sub-model B illustrate the specifications of 
the structural model which were identified during the EFA process. 
The constructs in the structural models are highlighted in various colours, namely blue 
representing the independent constructs and yellow and pink representing the 
dependent constructs as proposed by Cooper and Schindler (2011:542). The 
manifested variables are reported in the yellow and pink rectangles and the respective 
numerical results are indicated above each of the arrowed paths used to represent the 
measurement errors.  
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For the purpose of this study a covariance matrix was used as input matrix for each 
sub-model as proposed by Kline (2011:48, 490). The data in this study showed 
evidence of non-normality and therefore, the Robust Maximum Likelihood, which 
compensates for non-normality of the data, was used to obtain the estimates of the 
three parameters for Sub-model A and Sub-model B (Hoyle, 2012:476). The computer 
software program, LISREL version 8.8, was used to analyse both the measurement 
model and the structural model (Cooper & Schindler, 2011:538; Hair, 2010:624, 626). 
This study provided evidence of construct validity by using the measurement model to 
assess the measurement properties of the scale. Following on this process, the 
relationship between the latent constructs in the structural model for Sub-model A and 
Sub-model B was identified. An acceptable approximation of the data in Sub-model A 
and Sub-model B was determined. The requirements of SEM in terms of the 
measurement and structural models are illustrated in the path diagrams as per Figure 
7.3, Figure 7.4 and Figure 7.5. The significant indicator loadings in both the 
measurement and structural models were assessed by ensuring that the associated p 
value of each loading exceeded the critical value at the 5% (1.96) significance level, 
or at the 1% (2.58) level of significance (Hooper, Coughlan & Mullen, 2008:56).  
7.10 EVALUATING THE GOODNESS-OF-FIT OF THE STRUCTURAL MODEL  
The next step in the SEM process assesses the approximation of fit between the 
structural models A and B and the data. Cooper and Schindler (2011:540) posit that 
the goodness-of-fit test quantifies the degree to which the structural model fits the 
empirical data.  Raykov and Marcoulides (2006) propose multilevel fit statistics to 
ensure that the evaluation is not a product of analytical choice. The process includes 
a combination of theoretical, statistical and practical considerations. The criteria in 
assessing the goodness-of-fit for this study include the examination of the degrees of 
freedom, the Satorra-Bentler scaled Chi-Square (X2), the ratio of Chi-square to the 
degrees of freedom (x2/df) and the Root Mean Square Error of Approximation 
(RMSEA) of both Sub-model A and Sub-model B (Hancock & Mueller, 2006: 273; 
Hoyle, 2012:122).  
The Robust Maximum Likelihood estimation approach (see 6.10.1) was used as the 
estimation method because the data distribution is not a multivariate normal 
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distribution in this study. In cases where data do not demonstrate sufficient evidence 
of normality, the Goodness-of-Fit Index (GFI) and the Adjusted Goodness-of-Fit Index 
(AGFI) are discarded as indicators to assess model fit. The GFI and AGFI indices 
range between 0 and 1. An index of 1 usually indicates a perfect model fit (Hancock & 
Mueller, 2006:276; Hoyle, 2012: 212, 214, 215; Hair et al., 2010:650, 698; Raykov & 
Marcoulides, 2013).  The primary purpose of this study is the assessment of the 
relationship between latent variables rather than producing a good model fit. 
7.10.1 Chi-Square (x2) 
The Chi-Square statistic is commonly used to examine whether the proposed model 
reproduces the covariances among items in the data. The Chi-Square value is the 
measure used for evaluating overall model fit largely indicating the acceptance or the 
rejection of the discrepancy between the sample and the fitted covariance matrices 
(Hair et al., 2010:698, 723; Hoyle, 2012:288). It is important to note that the Chi-square 
statistic should not be measured in isolation and that the estimated degrees of freedom 
(df) of the model should be considered (Hair et al., 2010:733, 734, 750). A significant 
X2 value, relative to the degrees of freedom (df), indicates a discrepancy between the 
estimated and observed matrices. These discrepancies can be caused by a variation 
in the sampling population in terms of the differences between the matrices. A non-
significant X2 value, relative to the degrees of freedom, suggests that the estimated 
and observed matrices are statistically similar. A good model fit would provide an 
insignificant X2 result which is a p-value of less than the recommended 0.05 (p>0.05) 
threshold (Ntoumanis & Myers, 2016:87).  
The Chi-Square test is often regarded as the only true statistical test for model fit and 
therefore, a popular fit statistic. Despite the prominence of the Chi-square test in SEM 
literature, a number of limitations of its use exist (Ntoumanis & Myers, 2016:87). The 
X2 assumes multivariate normality and severe deviations from normality may result in 
model rejections even if the model is properly specified (McIntosh, 2006). The other 
limitation is that the Chi-Square statistic is sensitive to sample size and that the Chi-
Square statistic can reject the model (when it should have accepted the model) when 
large samples are used (Hooper et al., 2008; Jöreskog & Sörbom, 2006). The Chi-
Square remains, however, a key test statistic that must be reported. For this reason, 
a combination of measures was used to evaluate the goodness-of-fit of all the models 
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as recommended by Schumacker and Lomax (1996:124) and Cooper and Schindler 
(2011:540). 
7.10.2 Root Mean Square Error of Approximation (RMSEA) 
The Root Mean Square Error of Approximation (RMSEA) is regarded as one of the 
most informative fit indices mainly because of its sensitivity to the number of estimated 
parameters in a proposed model (Diamantopoulos & Siguaw, 2013:85). The RMSEA 
is regarded as a parsimony-correction index. Recommendations for RMSEA cut-off 
points reduced considerably in recent years (Hooper et al., 2008). A perfect RMSEA 
is denoted by a value of 0.0 and a confidence interval can be calculated offering more 
precision for larger samples (Van de Schoot, Schmidt & De Beuckelaer, Lek, & 
Zondervan-zwijnenburg, 2015:209). The lower bound should be close to 0.0 and the 
upper bound should not exceed 0.10. Lower RMSEA values suggest better fit (Hair et 
al., 2010:649). The RMSEA tends to favour models with a higher number of degrees 
of freedom (Ntoumanis & Myers, 2016:87). 
Therefore, the RMSEA indicates how well the model would fit the sample covariance 
matrix (Hair et al., 2010:704). The RMSEA measure is a population-based index that 
corrects the tendency of the X2 statistic to reject any specified model with a relatively 
large sample size (Hair et al., 2010:649). RMSEA relies on a non-central X2 
distribution, which is “the distribution of the fitting function when the fit of the model is 
not perfect” (Brown, 2015:71). The RMSEA offers information regarding how well the 
parameter estimates of the factor model are able to reproduce the sample correlations. 
If the remaining observed relationships in the input matrix are reproduced, including 
the factor loading estimates, descriptive fit statistics such as X2 and RMSEA will 
indicate that the one factor model provides a goodness-of-fit to the data (Brown, 
2015:26). 
The use of the Chi-Square test, the RMSEA, the CFI, and SRMR are advocated by 
influential theorists such as Kline (2011:199, 208, 215), Hair et al. (2010), Hoyle 
(2012), Hancock and Mueller (2006), and Brown (2015:71). Based on the SEM 
literature review presented in Chapter 5 and Chapter 6 the discussed indices are 
considered for this study. In the next section, the goodness-of-fit indices are reported.  
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A summary of generally accepted fit indices used in this study is presented in Table 
7.17. 
Table 7.17: Summary of generally accepted fit indices 
Fit index Norms 
Chi-square 
(X2) and X2/df 
X2 is the only measure that has a direct statistical test as to its 
significance. It forms the base of various other goodness-of-fit 
(GOF) measures (Hair, 2010:612). The key value in any SEM 
model assessing the GOF is the difference in the observed and 
estimated covariance matrices. The overall sample size, N, has a 
bearing on the X2 values which increases as the N increases while 
the differences in the covariance matrices remain constant (Hair, 
2010:647).  When a model matches the data perfectly, the chi-
square statistic (X2) = 0. A statistically significant chi-square 
causes rejection of the H0, implying imperfect model fit. A p-value 
of ≤ 0.05 rejects the H0 (Kline, 2011:194, 206). If the p-value > 
alpha, the H0 is not rejected. A good model fit would provide an 
insignificant result at a 0.05 threshold (Barrett, 2007; Kline, 
2011:208). SEM null hypothesis implies that the observed sample 
and estimated covariance matrices are equal, meaning that the 
model fits perfectly. The X2 value increases as differences are 
identified when comparing the two matrices. The X2 test assesses 
the statistical probability that the observed sample and estimated 
covariance matrices are equal in a given population. This 
probability refers to the p-value associated with the parametric 
statistical tests (Hair et al., 2010:647). The X2 has various 
limitations and should not be used as a usual standard for testing 
statistical models (Kline, 2005:200). Hoyle (2012: 214) proposes a 
smaller model fit ratio of X2/df is a better fit; a value of 5 or less 
indicates a ‘good’ or ‘acceptable’ fit.  Similar to the X2 test the X2/df 
suffers the same problem that its value is dependent of the N 
(Hoyle, 2012:215). 
Satorra-
Bentler Chi-
square 
Structural equation modelling (SEM) relies strongly on goodness-
of-fit chi-square statistics to assess the adequacy of hypothesised 
models to represent observed relationships (Wepener, 2014:192). 
Multivariate non-normality often increases overall goodness-of-fit 
test statistics (Kline, 2015:201). The process to accommodate 
non-normal continuous data involves adjusting the X2, S, fit indices 
and standard errors by a factor based on the amount of non-
normality in data (Hancock, 2006:289). Satorra and Bentler (1988, 
2001) propose scaling corrections to improve the chi-square 
approximation of goodness-of-fit test statistics in smaller and 
larger models (Kline, 2011:201, 203. The Satorra-Bentler model is 
regarded as the best example of the corrected model test 
statistics. The corrected normal-theory test statistics adjust the 
goodness-of-fit chi-square for bias due to multivariate non-
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normality (Kline, 2011:177).The estimation of a scaling correction 
factor (c) is required to correct the regular chi-square value for non-
normality, which reflects the amount of the average multivariate 
kurtosis distorting the test statistics in the data analysed (Wepener, 
2014:192, Kline, 2011:177). The corrected normal theory requires 
the analysis of the raw data (Kline, 2011:177). 
Root mean 
square error of 
approximation 
(RMSEA)  
 
Kline (2011:205) proposes that the RMSEA resembles a 
“badness-of-fit” scale where the best fit is valued as zero. The 
RMSEA is a parsimony-adjusted index “that does not approximate 
a central chi-square distribution”.  An RMSEA value of ≤ 0.05 is 
indicative of a close fit, a value of between 0.05 and 0.08 is 
regarded as a reasonable (adequate) fit and values > 0.10 are 
deemed unacceptable (Hoyle, 2012:217; Kline, 2011:207; 
Schumacker & Lomax, 2010; Steiger, 1990). A perfect fit (an 
RMSEA value of 0.0) is considered nearly impossible. The RMSEA 
is bounded below by zero (Hancock, 2006:158). Hoyle (2018:217) 
advocates a confidence interval (CI) of 90%. The lower boundary 
of the 90% CI should contain 0.05 for exact fit and be ≤ 0.05 for 
close fit (Kline, 2011:206). 
Source:  Researcher’s own construct (2016) 
7.10.3 Assessment of the goodness-of-fit 
The sixth stage of the SEM process in this study evaluates the goodness-of-fit for Sub-
model A and Sub-model B. According to Ntoumanis and Myers (2016:87) basically 
three types of goodness-of-fit statistics are available, namely the absolute fit indices, 
the incremental fit indices and the parsimony-correction indices. The goal of the 
goodness-of-fit approaches is to identify the solutions that reproduce the observed 
correlations better than more parsimonious models with fewer factors, but that are 
simultaneously able to reproduce observed relationships equally in more complex 
solutions in models with more factors (Brown, 2015:26). In addition, the goodness-of-
fit provides an assessment of the acceptability of a specified model in terms of the 
interpretability and strength of the resulting parameter estimates (Brown, 2015:42). 
In order to determine the extent to which the proposed measurement and structural 
models represent an acceptable approximation of the data, the goodness-of-fit indices 
of each of the two sub-models were assessed. The following hypotheses were 
formulated for this purpose: 
H0: The data fits the model perfectly. 
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H1: The data does not fit the model perfectly. 
In assessing the results, an initial inspection to identify the estimates where the 
coefficients exceed the minimum acceptable bound, was performed (Sreejesh & 
Mohapatra, 2013:86). Hair et al. (2010:327) propose that the goodness-of-fit 
assessment can be initiated once a model provided sufficient estimates. The 
goodness-of-fit indices for both the measurement and structural models for Sub-model 
A and Sub-model B are presented in the next section in Tables 6.15 and 6.17. The 
indices suggest a close-fitting model. The Structural Equation Models for both the sub-
models were subjected to further empirical testing. 
7.11 SUB-MODEL A:  MEASUREMENT AND STRUCTURAL MODEL 
Table 7.18 represents a summary of all the endogenous and predictor variables that 
were used as inputs for the LISREL program in Sub-model A. 
Table 7.18: The Structural and Measurement Model: Sub-model A 
Endogenous Variables Predictor Variables 
Human development 
1. Emotional intelligence development 
2. Cultural intelligence 
3. Organisational cultural behaviour 
4. Spiritual intelligence 
5. Values Alignment 
6. Leadership Empowerment 
Behaviour 
Emotional intelligence development 
SD2, EQ5, EQ1, EQ2, EQ3, EQ8, SD4, 
WS6, CU1, SD5, SO2  
Spiritual intelligence SQ3, SQ4, SQ1 
Cultural Intelligence CU4, CU5, EQ6, WS2 
Organisational cultural behaviour CU2, CM2, OA1, SL1 
Values Alignment OA1, SP4, VA3 
Leadership Empowerment Behaviour SL2, SL3 
Human Development HD1, HD2, HD3, HD4, HD5, HD6 
Source:  Researcher’s own construction (2016) 
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The goodness-of-fit indices presented in Table 6.17 for Sub-model A provide evidence 
of a close-fitting model. The conclusion of a close-fitting model is based on the 
respective p-value (p=0.0) and is supported by the Root Mean Square Error of 
Approximation (RMSEA) value of 0.0343 and the ratio of Chi-square to the degrees of 
freedom (x2/df) which is 1.422.  
Browne and Cudeck (1993) propose the following guidelines with regard to RMSEA 
values describing a close fit (0 - < 0.05), reasonable fit (≥ 0.05 - < 0.08) and poor fit  
(> 0.08).  
The reported results provide sufficient evidence that Sub-model A represents a close 
fit with the data. Based on the results, the null hypothesis has to be rejected and 
hypothesis H1 must be accepted. Although the data does not fit the model perfectly, it 
can be accepted as a close fit. Table 7.19 presents the goodness-of-fit of the 
measurement model in Sub-model A. 
Table 7.19: Goodness-of-fit Indices for the Measurement Model: Sub-model A 
Goodness-of-fit Statistics 
 
Measurement 
Model 
Sample size 360 
Degrees of freedom (df) 474 
Satorra-Bentler Scaled Chi-Square 674.215 (p=0.00) 
Root Mean Square Error of Approximation (RMSEA) 0.0343 
Expected Cross-Validation Index (ECVI) 2.363 
X2/df (ratio of Chi-square to the degrees of freedom) (norm<3) 1.422 
Source:  Researcher’s own construction (2016) 
After an analysis of the fit indices as well as the modification indices, it was decided 
not to make any changes to the measurement model. Table 7.20 presents the 
goodness-of-fit of the structural model in Sub-model A. 
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Table 7.20: Goodness-of-fit Indices for Structural Model: Sub-model A 
Goodness-of-fit Statistics 
 
Structural 
Model 
Sample size 360 
Degrees of freedom (df) 474 
Satorra-Bentler Scaled Chi-Square 674.215 (p=0.00) 
Root Mean Square Error of Approximation (RMSEA) 0.0343 
Expected Cross-Validation Index (ECVI) 2.363 
X2/df (ratio of Chi-square to the degrees of freedom) (norm<3) 1.422 
Source:  Researcher’s own construction (2016) 
The structural model estimation and the results produced from LISREL for Sub-model 
A, are presented in Figure 7.6. In figure 7.6 both the strength of the measurement 
items, measured of their associated latent variables, are indicated as well as the 
strength of the relationships among the latent variables in the model. 
Figure 7.6: Structural Model Estimation:  Sub-model A  
 
Source:  Researcher’s own construction (2016) 
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7.12 SUB-MODEL B:  MEASUREMENT MODEL AND STRUCTURAL MODEL 
Only two independent variables remained as a result of multicollinearity in Sub-model 
B. According to Hair et al. (2010:2) multicollinearity refers to the extent which a variate 
can be explained by other variables in the analysis. Multicollinearity occurs if a linear 
dependence among independent variables exist (Hoyle, 2012:267). As a result of the 
interrelationships of variables, as multicollinearity increases, the more difficult it 
becomes to define the isolated effect of a single variable (Hair et al., 2010:21, 22, 524). 
Table 7.21 displays a summary of the endogenous and predictor variables that were 
used as inputs for the LISREL program in Sub-model B. 
Table 7.21: The Measurement and Structural Model:  Sub-model B 
Endogenous Variables Predictor Variables 
Emotional training model 
Emotional intelligence development 
Cultural intelligence 
Emotional intelligence development 
SD2, EQ5, EQ1, EQ2, EQ3, EQ8, SD4, 
WS6, CU1, SD5, SO2  
Cultural intelligence CU4, CU5, EQ6, WS2 
Emotional Intelligence Training Model for 
Executive Leadership Development 
ET1, ET2, ET3, ET4, ET5, ET6, ET7, 
ET8 
Source:  Researcher’s Own Construction (2016) 
The goodness-of-fit indices for Sub-model B are presented in Table 7.22 and Table 
7.23. The indices indicate evidence of a close-fitting model which is based on a p value 
of less than 0.05, a RMSEA value of 0.0322 which falls within the good-fit range of < 
0.05 and an X2/df of 1.37 which is less than 3. These indices provide evidence that the 
model fits the data within the good-fit parameters. As with Sub-model A, the model 
has a good-fit and based on the results, the null hypothesis must be rejected as the fit 
is not a perfect fit as suggested by the null hypothesis.  
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Table 7.22: Goodness-of-fit Indices for the Measurement Model:  
Sub-model B 
Goodness-of-fit Statistics 
 
Measurement 
Model 
Sample size 360 
Degrees of freedom (df) 543 
Satorra-Bentler Scaled Chi-Square 
745.670 
(p=0.000) 
Root Mean Square Error of Approximation (RMSEA) 0.0322 
Expected Cross-Validation Index (ECVI) 2.562 
X2/df (ratio of Chi-square to the degrees of freedom) (norm<3) 1.37 
Source:  Researcher’s own construction (2016) 
 
Table 7.23: Goodness-of-fit Indices for the Structural Model: Sub-model B 
Goodness-of-fit Statistics 
 
Structural 
Model 
Sample size 360 
Degrees of freedom (df) 543 
Satorra-Bentler Scaled Chi-Square 
745.670 
(p=0.000) 
Root Mean Square Error of Approximation (RMSEA) 0.0322 
Expected Cross-Validation Index (ECVI) 2.562 
X2/df (ratio of Chi-square to the degrees of freedom) (norm<3) 1.37 
Source:  Researcher’s own construction (2016)  
Figure 7.7 presents the model estimation and the results produced from LISREL for 
Sub-model B pertaining to the perceived success of Emotional Intelligence Training 
for Leadership Development. 
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Figure 7.7: Structural Model Estimation:  Sub-model B  
 
Source:  Researcher’s own construction (2016) 
7.13 ESTIMATION OF STRUCTURAL MODELS 
The estimation process of the structural model involves a t-value referring to a 
statistical hypothesis test in which the t-statistic follows the “t-distribution” if the data 
distribution is a multivariate normal distribution (Zikmund & Babin, 2012:392). The 
purpose of this test is to determine the statistical significance between a sample 
distribution mean and a parameter (Cooper & Schindler, 2011:496). The t-values with 
regard to Sub-model A and Sub-model B are presented in Figure 7.8. The proposed 
hypotheses of this study are all directional hypotheses which imply that the cut-off 
percentage t-values of 1.282 for the 10% level of significance, 1.645 for 5% and 2.326 
for the 1% level of significance (one-tailed) will be used. Figure 7.8 represents the 
Structural Model Estimation. 
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Figure 7.8: Structural Model Estimation 
 
Source:  Researcher’s own construction (2016) 
7.13.1 Estimation for Sub-model A 
In the Structural Model Estimation it is illustrated that four independent variables 
significantly influence the dependent variable for Sub-model A, Human Development.  
The path coefficients for each of these relationships prove significant as the t-values 
fall within the ambit of the recommended parameters. The results indicate sufficient 
evidence that three independent variables namely, Emotional Intelligence 
Development, Cultural Intelligence and Organisational Cultural Behaviour, influence 
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the dependent variable, Human Development, positively. The results also identify that 
independent variable, Spiritual Intelligence, is significant, but influences the dependent 
variable, Human Development, negatively.  
7.13.2 Estimation of Sub-model B  
In the structural model presented in Figure 6.8 it is demonstrated that two independent 
variables influence the dependent variable, Perceived Success of Emotional 
Intelligence Training, significantly in this model.  The path coefficients for each of these 
relationships prove significant as the respective t-values are within the ambit of the 
recommended parameters. The results indicate sufficient evidence that independent 
variables namely, Organisational Cultural Behaviour and Cultural Intelligence 
influence the dependent variable namely, Emotional Intelligence Training Success, 
significantly. Therefore, the hypotheses H7 and H8 are thus accepted.   
7.13.3 Estimation of Dependent Variables (Sub-model A and Sub-model B) 
A correlation analysis was used to address H9.  The graphical model in Figure 6.8 
offers sufficient evidence of a positive and significant relationship between the 
dependent variables, Human Development and Perceived Success of Emotional 
Intelligence Training. Hypothesis H9 is thus supported. 
7.14 DISCUSSION OF SIGNIFICANCE OF RELATIONSHIPS 
The seven significant identified relationships between the independent and dependent 
variables are illustrated in Figures 6.8. The sub-models are individually subjected to 
SEM based on the EFA results as well as the confirmation of the unidimensionality of 
the dependent variables. The significant relationships illustrated in Figure 6.8 identify 
the factors that are positively related to Human Development in Sub-model A. 
Although Spiritual Intelligence is statistically significantly related to Human 
Development, its influence is negative. The two identified factors with significant 
relationships that are positively related to the Perceived Success of Emotional 
Intelligence Training in Sub-model B are illustrated in Figure 6.8. 
A summary of the significant relationships in the structural model is presented in Figure 
7.9.  
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Figure 7.9: Summary of Significant Relationships 
 
Source:  Researcher’s own construction (2016) 
7.14.1 Sub-model A:  Emotional Intelligence Development 
The following hypothesis addressed in Sub-model A relates to Emotional Intelligence 
Development:  
H1: There is a positive relationship between Emotional Intelligence Development and 
Human Development.  
Hypothesis H1 suggests a positive relationship between Emotional Intelligence 
Development and Human Development. It is evident from Figure 6.5 that Emotional 
Intelligence Development is statistically, positively related to the process of Human 
Development with a point estimate of 0.74, t-value of 5.71 and p < 0.001. Hypothesis 
H1 is therefore, accepted.  
In other words, the implementation of successful emotional intelligence development 
has a positive influence on the outcome of individuals subjected to emotional 
intelligence training in leadership and human development. The positive relationship 
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between emotional intelligence training and human development is supported by 
previous studies conducted by Goodmen, (2014:7); Singh (2009:262); Bunker et al. 
(2010); Goleman (2011:277; 2004:36); Goldsmith et al. (2003:198); Barling et al. 
(2000:160) and Fiedler (1996:243). 
7.14.2 Sub-model A:  Spiritual Intelligence 
The second hypothesis in Sub-model A relates to Spiritual Intelligence.  
H2: There is a positive relationship between Spiritual Intelligence and Human 
Development. 
The empirical results indicate that Spiritual Intelligence is statistically significant, but 
contrary to expectations, negatively related to Human Development in executive 
leadership training. The implication is that the higher the respondents score Spiritual 
Intelligence (SQ1, SQ3, SQ4), the lower the score of Human Development is. The 
associated values for Spiritual Intelligence are a point estimate of -0.22, a t-value of 
2.18 and an insignificant p-value. As hypothesis H3 is rejected, it implies that the 
benefits and the role of Spiritual Intelligence influence Human Development 
negatively. Although the level of influence is regarded as substantial, it is rejected. The 
relevance of Spiritual Intelligence on successful Human Development is highlighted 
by several empirical studies such as Wigglesworth (2012:1); Safara and Bhatia 
(2013:412) and Zohar and Marshall,  (2012:4). 
7.14.3 Sub-model A:  Cultural Intelligence 
The following hypothesis in Sub-model A relates to Cultural Intelligence.  
H3: There is a positive relationship between Cultural Intelligence and Human 
Development. 
Hypothesis H3 suggests that the benefits of understanding and employing cultural 
intelligence in complex human interaction should enhance human development. 
The empirical result produced a point estimate of 0.31, t-value of 2.23 and p < 0.05 
which indicates that the level of cultural intelligence is positively related to human 
development. Hypothesis H3 is therefore, accepted based on the empirical findings. 
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The empirical findings are supported by various other empirical researchers in the field 
of cultural intelligence (Northouse, 2013; Rowe & Guerrero, 2011:414; House et al., 
2014:11; Philips & Gully, 2014:57 and Christensen, 2014). 
7.14.4 Sub-model A:  Organisational Cultural Behaviour  
The fourth hypothesis in Sub-model A relates to Organisational Cultural Behaviour.  
H4: There is a positive relationship between the Organisational Cultural Behaviour 
and Human Development. 
The hypothesis H4 suggests a positive relationship between cultural behaviour and 
successful human development in organisations. The significant relationships are 
indicated in Figure 6.5 in terms of a point value of 0.35, t-value of 3.02 and a p < 0.01. 
The positive relationship is significant at the 1% level of significance if the one-tailed 
test is utilised. Hypothesis H4 is therefore, accepted. Based on the empirical evidence, 
organisational cultural behaviour is statistically positively related to human 
development. This relationship is consistent with the findings of previous studies 
conducted by Northouse (2010) and Rowe and Guerrero (2011:414).  
7.14.5 Sub-model A:  Values Alignment  
The fifth hypothesis in Sub-model A relates to Values Alignment. 
H5: There is a positive relationship between Values Alignment and Human 
Development. 
As indicated in Figure 6.7, the relationship between the values alignment practices 
and successful human development proves to be insignificant based on a point 
estimate of -0.09, a t-value of 0.54 and non-significant P value. Hypothesis H5 is 
therefore, rejected based on the results that there is no significant relationship 
between the two constructs. The conclusion can be drawn that the majority of the 
participants do not consider values alignment as an influential factor in the process of 
human development.  
7.14.6 Sub-model A:  Leadership Empowerment Behaviour 
The final hypothesis for Sub-model A relates to Leadership Empowerment Behaviour.  
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H6: There is a positive relationship between Leadership Empowerment Behaviour 
and Human Development 
The hypothesis H6 predicts a positive relationship between the benefits of leadership 
empowerment behaviour and successful human development. However, the empirical 
results indicate that the data does not offer sufficient evidence of a pattern suggesting 
a positive relationship between these two constructs with a point estimate of 0.13, low 
t-value of 0.83 and a p value exceeding 0.05. Hypothesis H6 is therefore, rejected 
based on the empirical results. 
7.14.7 Sub-model B:  Emotional Intelligence Development 
HYPOTHESIS H7 IN SUB-MODEL B RELATES TO EMOTIONAL INTELLIGENCE 
DEVELOPMENT.  
H7: There is a positive relationship between Emotional Intelligence Development  
and the Perceived Success of Emotional Intelligence Training.  
As illustrated in Figure 6.8 the empirical findings support hypothesis H7 which suggests 
a positive relationship between emotional intelligence development and the perceived 
success of emotional intelligence training for executive leadership development.  
The relevant values supporting this conclusion are represented by a point estimate of 
0.694, a t-value of 5.833 and a p < 0.001. Hypothesis H7 is therefore, accepted which 
implies that emotional intelligence development and the perceived success of 
emotional intelligence training for executive leadership development are positively 
related. These empirical findings concur with those reported in previous studies such 
as Mayer, Salovey and Caruso (2001:2); Hughes et al. (2005:12); Barling et al.  
(2000:157); Goodmen (2014:7); Singh (2009:262); Bunker et al (2010); Goleman 
(2011:277; 2004:36); Goldsmith et al. (2003:198); Barling et al. (2000:160) and Fiedler 
(1996:243). 
7.14.8 Sub-model B:  Cultural Intelligence 
H8 in Sub-model B relates to Cultural Intelligence.  
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H8: There is a positive relationship between the Cultural Intelligence and  
the Perceived Success of Emotional Intelligence Training. 
Hypothesis H8 suggests a positive relationship between cultural intelligence and the 
perceived success of emotional intelligence training for executive leadership 
development. The empirical result reveals a point estimate of 0.341, a t-value of 4.704 
and a p < 0.001. Based on these results, it is implied that a statistically positive 
relationship exists between cultural intelligence and the perceived success of 
emotional intelligence training for executive leadership development. The constructs 
are related to one another and are of statistical significance when subjected to a two-
tailed test. Hypothesis H8 is therefore, accepted. The relationship between the cultural 
intelligence and the perceived success of emotional intelligence training for executive 
leadership development is supported by several previous empirical studies including 
that of House et al. (2014:11) and Rowe and Guerrero (2011:414). 
7.14.9 Dependent Variables:  Sub-model A and Sub-model B 
The final hypothesis of Sub-model A and Sub-model B relates to Human Development 
and Perceived Success of Emotional Intelligence Training respectively. 
H9: There is a positive relationship between the Cultural Intelligence and 
the Perceived Success of Emotional Intelligence Training. 
A correlation analysis was used to address H9.  Hypothesis H9 suggests a positive 
relationship between human development and the perceived success of emotional 
intelligence training. The empirical result reveals a correlation of 0.845 and a p < 0.000. 
Based on these results, it is implied that a statistically positive relationship exists 
between human development and the perceived success of emotional intelligence 
training. The constructs are related to one another and are of statistical significance. 
Hypothesis H9 is therefore, accepted. The relationship between the human 
development and the perceived success of emotional intelligence training for 
executive leadership development are supported by various previous empirical studies 
including that of House et al. (2014:11) and Rowe and Guerrero (2011:414). 
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7.15 ASSESSING THE IDENTIFICATION OF THE STRUCTURAL MODEL 
According to Hair (2006) the fifth stage of the Structural Equation Modelling (SEM) 
analysis relates to whether or not the analysis has produced any meaningless results 
in the identification of the structural model. As mentioned above the software 
application LISREL 8.80 was utilised in the estimation process (Cooper & Schindler, 
2011:538; Hair, 2010:624, 626). An identification problem in the SEM process often 
relates to the inability of the identified model to produce unique estimates. The 
estimates could include standard errors for one or more coefficients, the inability of the 
software application (LISREL) to invert the data matrix, estimates with negative 
variances and abnormal correlations between estimated coefficients (Hair et al., 
1998:608). According to Kline (2011:158) it is important to evaluate whether a model 
is correctly identified before the data collection process is initiated. A complex 
identification problem often occurs when no clear identification heuristic exists. Other 
identification problems could also occur when computer syntax errors are made or 
empirical underidentification occurs (Kline, 2011:158).  
It is important to match the size of the covariance matrix in relation to the number of 
estimated coefficients. The difference between the number of covariances and the 
verified number of coefficients in the proposed model is referred to as the “degrees of 
freedom” (Kline 2011:51, 272). The degrees of freedom in a proposed model should 
be equal or greater than zero (Kline, 2011:267; Hair et al., 1998:608). The solution to 
an identification problem is to impose more constraints on the model in order to 
eliminate the need to estimate some of the parameters. According to Hair et al. (1998) 
a structured process should be employed by adding more constraints and by deleting 
paths from the path diagram until the problem is rectified.  The goal is to achieve an 
overidentified model that has enough degrees of freedom available to provide a better 
estimate of the true correlation relationships (Hair et al., 2010:684). 
The purpose of the identification process is to assess whether there is sufficient 
information available to estimate unknown parameters such as latent factor variance. 
A model is identified if the known information such as the variances and covariances 
are sufficient to derive a unique set of parameter estimates for unknown parameters 
such as factor loadings and factor covariance (Ntoumanis & Myers, 2016:58).  
Ntoumanis and Myers (2016:58) differentiate between just-identified (df=0), over 
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identified and underidentified categories of structural models. A just-identified model 
has a minimum or zero degrees of freedom suggesting that any possible hypotheses 
cannot be interpreted because it will be perfect and thus, will compromise the validity 
of the results. An underidentified model contains insufficient information (df<0). 
Researchers are encouraged to strive towards an overidentified model df>0) 
(Ntoumanis & Myers, 2016:58; Brown, 2006; Kline, 2011). The overidentified model 
ensures positive degrees of freedom ensuring reliability. For the purpose of this study 
an overidentified model is the preferred outcome as it will ensure reliable scientific 
results.   
The estimated degrees of freedom for the revised empirical models, namely Sub-
model A and Sub-model B are 474 and 543 respectively which are significantly greater 
than zero. These indicators provide sufficient evidence that the proposed models will 
not produce meaningless or illogical results in the process of generating unique 
estimates (Hair et al., 2010:684). A Completely Standardised Solution evaluation to 
inspect the magnitudes of the standard loadings was performed as proposed by 
Diamantopoulos and Siguaw (2013:90). Along with this process, the proposed model 
was inspected to meet the criteria for rank condition by utilising existing heuristics 
methods to evaluate it (Kline, 2011:150). Hair et al. (2010:8) propose that the three-
measure rule is the simplest heuristic method which suggests that any construct with 
three or more indicators (or items) will always be identified. In this study all constructs 
are measured by at least three indicators.   
7.16 MODEL RESPECIFICATION 
The seventh stage of SEM involves interpreting the empirical results and modifying 
the proposed theoretical model. After the model has been assessed and found to be 
acceptable, the empirical results are examined for their correspondence to the relevant 
theory described (Hoyle, 2012:11). Based on the researcher’s observations and the 
empirical results, it was confirmed that all of the principle relationships based on the 
relevant theory are supported and found to be statistically significant. The assessment 
includes a careful inspection to identify out-of-range values indicating specification 
errors (Ntoumanis & Myers, 2016:88). The statistical significance of the estimated 
relationships indicates that each of the research hypotheses must be accepted or 
rejected. The threshold of the parameter estimates is examined to ensure that they 
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are significantly different from zero (Ntoumanis & Myers, 2016:88) Hair et al. 
(2010:446, 653, 728) emphasise that some researchers may have to consider 
improving model fit and/or consult the relevant theory once the model interpretations 
are completed. Ntoumanis and Myers (2016:88) refer to this process as post hoc 
modifications based on the observations and interferences made by examining the 
chi-square, goodness-of-fit indices and parameter estimates.  
These improvements involve the process of model respecification by increasing or 
lowering the number of parameters in the original theoretical model in an effort to 
improve the goodness-of-fit result. Kline (2011), however, cautions against post hoc 
modifications without strong theoretical justification. Improvements to the theoretical 
model should be substantiated by the appropriate theory and provide evidence of the 
empirical significance (Hair et al., 2010:652; Hair et al., 1998:615; Venter, 2003:305). 
In addition to the process of re-specification, the modification indexes were inspected.   
7.17 TESTING THE HYPOTHESES 
The seventh and final stage of SEM involves testing the research hypotheses by 
evaluating the empirical results of the path coefficients as indicated in Figures 6.3 
Figure 6.4 and 6.5. The proposed hypotheses are interpreted based on these criteria 
and are described as supported or as not supported. The hypotheses associated with 
the revised model as indicated in Table 6.11, Table 6.12 and Table 6.13 are evaluated 
and are presented in Table 7.23.  It is important to emphasise that the statistical 
analysis does not support all the hypotheses. 
Table 7.24: Summary of the Hypotheses Tested in the Revised Model  
Hypothesis 
Supported or 
Not Supported 
H1 
There is a positive relationship between Emotional 
Intelligence Development and Human Development 
Supported 
H2 
There is a positive relationship between Spiritual 
Intelligence and Human Development 
Not Supported 
H3 
There is a positive relationship between Cultural 
Intelligence and Human Development 
Supported 
H4 
There is a positive relationship between Organisational 
Cultural Behaviour and Human Development 
Supported 
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Hypothesis 
Supported or 
Not Supported 
H5 
There is a positive relationship between Values Alignment 
and Human Development 
Not Supported 
H6 
There is a positive relationship between Leadership 
Empowerment Behaviour and Human Development 
Not Supported 
H7 
There is a positive relationship between Emotional 
Intelligence Development and the Perceived Success of 
Emotional Intelligence Training 
Supported 
H8 
There is a positive relationship between Cultural 
Intelligence and the Perceived Success of Emotional 
Intelligence Training 
Supported 
H9 
There is a positive relationship between Human 
Development and the Perceived Success of Emotional 
Intelligence Training 
Supported 
Source:  Researcher’s own construction (2016) 
7.18 SUMMARY 
This chapter presents the empirical results of the study. The proposed theoretical 
model presented in Chapter 5 was empirically tested by means of Structural Equation 
Modelling (SEM). As a result of the exploratory factor analysis (EFA), revised models 
were proposed and assessed, namely Sub-model A and Sub-model B. The validity 
and reliability of the measuring instrument were assessed and reported. As a result of 
this, the following factors that significantly influence the dependent variables of Sub-
model A and Sub-model B respectively were identified: 
 Emotional Intelligence Development (Sub-Model A and Sub-model B); 
 Cultural Intelligence (Sub-model A and Sub-model B), and 
 Organisational Cultural behaviour. 
After assessing the normality of the data, the proposed theoretical model of factors 
influencing Human Development (Sub-model A) and Perceived Success of Emotional 
Intelligence Training for executive leadership development in South Africa (Sub-model 
B) were tested empirically by means of applying the Structural Equation Modelling 
technique. The two sub-models were tested separately and the empirical analysis 
indicated that the data was both valid and reliable, while the results were assessed 
against the formulated hypothesis.  
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An overview of the present study including the interpretations of the empirical results 
with emphasis on the implications and recommendations for Human Development and 
the Perceived Success of Emotional Intelligence Training are discussed in Chapter 8. 
The significant relationships which are represented in Figure 7.9 are also discussed in 
Chapter 8. The limitations of this study and the recommendations for future research 
on Human Development and the Perceived Success of Emotional Intelligence Training 
are presented.  
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CHAPTER 8 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
“In literature and in life we ultimately pursue, not conclusions, but beginnings.” 
Sam Tanenhaus (2016) 
8.1 INTRODUCTION 
Babbie (2016:505) highlights the importance of reporting and concluding the key 
empirical findings in alignment with the primary research problem.  In reporting the 
findings of an empirical study, Babbie (2016:502) also refers to an old forensic dictum 
stating “Tell them what you’re going to tell them, tell them, and tell them what you told 
them” (Babbie, 2016:502).   
Chapter 1 serves as an introduction and an orientation to the theories of human 
development, emotional intelligence and executive leadership development. The 
purpose, objectives, hypotheses and the demarcations of the study as well as the key 
concepts are defined in this chapter. In Chapter 2 the essence and challenges of 
human development and executive leadership towards sustainability are discussed. 
Global trends, crises and examples are used to highlight the role of executive leaders. 
Various leadership theories and models form part of the discussion. Chapter 3 focuses 
on emotional intelligence based leadership approaches including the concept of 
integrative leadership. Chapter 4 deals with the training and development of 
emotionally intelligent executive leaders and introduces various methods to accelerate 
leadership development. Chapter 5 proposes the theoretical model and discusses the 
hypothesised relationships between the identified dependent variables and 
independent variables. Chapter 6 deals with the research methodology and related 
procedures. 
The empirical findings of this study are presented in Chapter 7 along with two identified 
sub-models based on following a discriminant validity assessment by means of an 
exploratory factor analysis. The empirical results discussion includes the 
interpretations of the assessments of the construct validity (including 
unidimensionality, and discriminant validity, reliability and model fit. The Structural 
Equation Modelling analyses result in the identification of three factors influencing 
418 
human development positively and one that influences human development 
negatively. Two factors are positively related to the perceived success of emotional 
intelligence training for executive leadership development. 
Chapter 8, the final chapter of this study, provides a synopsis of the study. The major 
research considerations and key empirical findings are interpreted in association with 
the main research problem and the objectives of this study. The theoretical 
implications of the study are highlighted with the implications of emotional intelligence 
training and executive leadership development. This chapter also introduces the 
“Integrative Emotional Intelligence Leadership Training Model” based on the literature 
and key findings of this study. Based on the empirical findings, “pertinent” 
recommendations are presented as suggested by Babbie (2016:505) to encourage 
further academic research in the field of emotional intelligence training. Currently, 
South Africa’s expenditure on research and development is below 1% of its Gross 
National Product (GNP) opposed to the international norm of 2.5%. South Africa’s 
under expenditure has major consequences in that the lack of critical skills and 
leadership capabilities affect economic growth negatively (Wyngaard, 2016:19). The 
limitations encountered are discussed before the concluding remarks are presented. 
The various references to the executive leadership failures of President Zuma and the 
South African Police Service also highlight different theoretical concepts in this 
chapter. The inclusion of leadership failure examples is inspired by the devastating 
consequences effecting human development that links and contextualises the 
leadership theory with the practical reality. Contextualising the relation between SAPS 
leadership failures affecting human development, Wilson (2016:1, 2) claims that the 
SAPS in Port Elizabeth, South African cannot attend to “priority crimes such as 
shootings, hijackings and armed robberies” due to a police vehicle crisis that “cripples” 
the Flying Squad and the elite Dog Unit of the police. Kimberley (2016:1) furthermore, 
explains how a top investigator of the SAPS Gang Task Team had a secret affair with 
a gang leader, who has evaded “jail 18 times”, in the well-known gang violence-ridden 
Northern suburbs of Port Elizabeth. Within Maxwell’s (1998:iv) notion that everything 
rises and falls with leadership, the mentioned service delivery crisis in the SAPS could 
be linked to executive leadership failures. Based on mentioned contemporary 
leadership failures this chapter concludes with a comparative reference to the 
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authentic leadership legacy of Nelson Mandela and the leadership theory as discussed 
in the literature chapters. 
8.2 SYNOPSIS OF THE STUDY 
This study is conducted against the background of continuous and often acute global 
leadership crises including contemporary examples of the alleged unethical leadership 
practices in the South African government. The relationship between the global crises 
and the lack of emotionally matured leaders, is highlighted by several empirical 
studies, including the statements of limited research attention, suggesting that the 
demand for successful leadership exceeds the availability of professional leadership. 
In an attempt to address the demand for executive leadership, the purpose of this 
study is, firstly, to contribute to the emotional intelligence development of executive 
leadership and secondly, to present recommendations for developing an emotional 
intelligence training model for executive leadership development in South Africa. The 
third objective is to contribute to the body of knowledge of human and executive 
leadership development in South Africa.  
The primary objective of this study is the development of a theoretical-model based 
on a comprehensive literature review, and subsequently to test the identified variables 
influencing human development empirically as well as the perceived success of 
emotional intelligence training for executive leadership in SA. The research problem, 
as formulated in Chapter 1, is presented as follows: 
Based on the multidimensional and complex nature of developing emotionally 
matured executive leaders, leadership development facilitators face the 
problem of identifying the factors that positively or negatively influence the 
perceived success of emotional intelligence training for sustained executive 
leadership development in South Africa. 
In addressing the research problem, the literature study provides a firm basis for 
extensive needs-analysis discussions and interviews that were conducted. The 
interviews targeted leadership-development training managers, academics and 
executive leaders in order to identify the factors that could influence the perceived 
success of emotional intelligence training. The goal is also to integrate the existing 
and the previous empirical findings and to identify new opportunities of research on 
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leadership development and emotional intelligence training to be included in the 
theoretical model. A research framework, illustrating the process, is listed in Figure 1.1 
in Chapter 1 leading to the following literature-based chapters: 
 Chapter 2: Leadership approaches and theories to enhance human 
 development; 
 Chapter 3: Emotional intelligence-based leadership, and 
 Chapter 4: The development and training of emotionally intelligent 
 executive leaders. 
The concept of emotional intelligence is identified as a framework for human 
development to advance leadership capabilities effectively and to broaden the 
parameters of the emotional intelligence of executive leaders. The variables 
influencing human development and the perceived success of emotional intelligence 
training for successful leadership development are identified and incorporated in a 
theoretical model for empirical testing as presented in Chapter 5. 
Owing to the multidimensional nature of human development and the variables that 
influence the perceived success of emotional intelligence and leadership 
development, this study aims to -  
 Address the misperception that emotional intelligence cannot be taught and 
learned; 
 Emphasise the significance of leadership abilities, core values and skills of 
successful emotional intelligence development; 
 Promote the attributes of successful emotional intelligence development as 
successful leadership imperative; 
 Identify the training recommendations to enhance emotional intelligence in 
leadership development, and 
 Stimulate interest for further research in the field of emotional intelligence and 
leadership development. 
The primary objective of this study is formulated and presented in Chapter 1 as follows:  
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To investigate the factors that influence the perceived success of leadership 
development in SA, and subsequently the development of a practical emotional 
intelligence training model for sustainable executive leadership development.  
A key focus of the research is the role and the impact of emotional intelligence training 
on human development and executive leadership development.  
The following procedural objectives are formulated in support of the primary objective: 
 To develop a conceptual theoretical training model based on emotional 
intelligence for executive leadership development; 
 To develop an appropriate measuring instrument that will test the relationships 
between the variables empirically; 
 To test the proposed model and the suggested hypotheses empirically by 
means of sourcing data from the relevant role players among the executive 
leadership in South Africa;  
 To analyse the sourced data statistically, and  
 To present the recommendations based on the results of the statistical analysis. 
The following secondary research objectives have been identified in support of the 
primary objective as listed in Table 8.1. 
Table 8.1: Secondary research objectives 
RO1 
To analyse the theoretical basis of the current executive leadership training 
models. 
RO2 
To analyse the role and impact of successful and emotionally mature 
executive leaders. 
RO3 
To analyse the impact of transformational executive leadership development 
based on emotional intelligence for sustainable human development. 
RO4 
To investigate the nature and impact of executive leadership derailment. 
RO5 
To identify challenges, restrictions and obstacles that enhance emotional 
intelligence training solutions for sustainable leadership development in SA. 
RO6 
To develop an ideal emotional intelligence-based training model for executive 
leadership to enhance human development. 
Source:  Researcher’s own construction (2016) 
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8.3 CONCLUSION FROM THE RESEARCH METHODOLOGY  
A comprehensive literature review produced sufficient evidence for the identification 
of ten primary variables that may influence the perceived success of emotional 
intelligence training for executive leadership development in South Africa potentially. 
Based on secondary sources from the research fields of human development, 
emotional intelligence and leadership development, a conceptual model is developed. 
The literature review enables this study to realise the first five secondary objectives.    
The next step involved defining each construct of the ten variables based on the 
relevant literature. After refining the definitions, they were operationalised by 
developing specific items to be included in a valid and reliable measuring instrument. 
The operationalisation of the concepts and the definitions includes the contributions of 
previous studies and the experts in the field of leadership development, emotional 
intelligence and human development. Given the nature of the research problem, 
research objectives and sample size of this study, a positivistic research paradigm is 
used. Positive relationships between each of the ten independent variables and the 
dependant variables, namely human development and perceived success of 
emotional intelligence training, are hypothesised. Hypotheses are also proposed for 
the interrelationships between the variables. Procedural objectives two and three are 
thus achieved.  
After a preliminary evaluation that included a pilot study of 25 respondents had been 
conducted, minor adjustments were made to the measuring instrument. The pilot 
study’s respondents were targeted directly in the training industry as well as individuals 
in leadership positions. The structured questionnaire was made available to 
respondents electronically and in some cases hard copy format questionnaires were 
distributed. Respondents were identified by means of the convenience snowball 
sampling technique. The third secondary objective was attained after 360 usable 
questionnaires were returned for statistical analysis of the data.   
Various statistical analyses were performed on the collected data. The exploratory 
factor analysis (EFA) was used to identify the underlying factors present within the 
data and to confirm the discriminant validity of the measuring instrument. The 
exploratory factor analysis was unable to confirm all of the intended factors as 
presented in the theoretical model. This assessment resulted in the removal of three 
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factors: change management, skills development, outside advice and succession 
planning. Three other factors were relabelled as leadership empowerment behaviour, 
organisational cultural behaviour and emotional intelligence development.  
The reliability of the measuring instrument was confirmed by calculating a Cronbach- 
alpha coefficient of each of the factors as identified by the exploratory factor analysis 
in Sub-model A and Sub-model B respectively. Based on the results of exploratory 
factor analysis, the theoretical model and hypotheses were revised and subjected to 
further analysis.  
Structural Equation Modelling was the primary statistical procedure utilised to test the 
significance of the causal relationships hypothesised between the independent 
variables that influenced human development and perceived success of emotional 
intelligence training. These independent variables were emotional intelligence 
development, spiritual intelligence, cultural intelligence, organisational cultural 
behaviour, values alignment, leadership empowerment behaviour and the dependant 
variable of Sub-model A, namely human development and Sub-model B, namely 
perceived success of emotional intelligence training. The significant relationships 
identified in this study are presented in Figure 8.1. The last secondary objective is thus 
achieved. 
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Figure 8.1: Path Diagram of Relationships:  Revised Theoretical Model  
 
Source:  Researcher’s own construction (2016) 
8.4 INTERPRETATION AND CONCLUSION  
The process of identifying the factors that influence the human development and the 
perceived success of emotional intelligence training for leadership development forms 
the basis of the primary research problem. The research gap addressed in this study 
relates to the limited research on the beneficial role of emotional intelligence in 
executive leadership development to enhance human development.  
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The worldwide leadership crises relate primarily to challenges of globalisation and 
critical ethical leadership failures. Various significant examples of executive leadership 
failures and cases of poor governance, including prominent executive leadership 
failures in the South African government, are presented in the previous chapters. The 
need for further research is addressed by considering the multidimensional and 
complex nature of the study. The concept of a three-stranded cord that forms a nexus 
between human development, emotional intelligence and executive leadership 
development is introduced. The following secondary research problems, in support of 
the primary research problem, are identified and addressed in this study. Supporting 
evidence based on empirical studies, is presented in this study contributing to the body 
of knowledge in the relevant fields. The secondary research questions, which are 
addressed in this study, are presented in Table 8.2.  
Table 8:2: Secondary research questions 
RQ1 
What factors must be considered to promote emotional intelligence in terms 
of executive leadership training development?  
RQ2 
What contribution can emotional intelligence training play towards executive 
leadership development in SA? 
RQ3 
What emotional intelligence attributes is essential for executive leadership 
development?  
RQ4 What factors must be investigated to enhance ethical leadership behaviour? 
RQ5 
How can emotional intelligence training expedite executive leadership 
development in SA? 
RQ6 
What role can emotional intelligence training play to counter the negative 
effect of executive leadership failures in SA?  
RQ7 Can emotional intelligence be taught or learnt successfully? 
RQ8 
What impact can successful emotional intelligence-orientated leadership 
training have on sustainable human development in SA?  
RQ9 
How can successful emotional intelligence training of executive leaders in SA 
benefit leadership development on the African continent? 
RQ10 
What interpretations and conclusions can be drawn from the empirical 
findings? 
Source:  Researcher’s own construction (2016) 
The following section presents a discussion on the significant relationships in Sub-
model A and Sub-model B. The interpretations and recommendations for each of the 
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relationships in the context of the research question and secondary research 
questions are discussed. For managerial purposes, some of the hypotheses related 
to each of the factors are rephrased. Furthermore, this section also includes a 
discussion of the non-significant relationships in Sub-model A and its contribution to 
the study.  
8.4.1 Sub-model A Variable:  Emotional Intelligence Development 
The empirical results of this study prove that emotional intelligence development is a 
vital aspect of leadership development and that emotional maturity is a critical element 
to achieve high performance, and effective and successful executive leadership. For 
the purpose of this study, emotional intelligence refers to the “capacity to reason with 
emotions and emotional signals, and to the capacity of emotion to enhance thought” 
(Bradberry & Greaves, 2005:23; Mayer, Salovey & Caruso, 2001:2; Hughes et al., 
2005:12). The process of emotional intelligence development is studied by various 
schools of thought pertaining to the following relevant characteristics, namely: 
understanding one’s own emotions, knowing how to manage mentioned emotions, 
emotional self-control including delaying gratification, understanding others’ emotions 
and managing relationships (Barling et al., 2000:157) (Research question 1).  
The implications of leadership and emotional intelligence development are the positive 
impact it has on human development in both the private and public enterprise 
(Research question 8). This study finds a strong relationship between successful 
leadership and empowerment and human development. This empowerment includes 
involving other people in decision-making processes and fulfilling a role-model and 
mentorship leadership function. In order to develop other people, a successful leader’s 
self-sacrifice is important (Research question 10). Leaders who practice self-sacrifice 
portray a high level of understanding and managing their own emotions and self-
control, which is the basis of self-sciences as defined in terms of emotional 
intelligence. The reason of logic in the emotional intelligence literature is that one 
cannot lead other people successfully unless one is in control of one’s emotions.  
Successful human development is a multifaceted and continuous process. A self-
assured and emotionally intelligent leader is associated with leaders who portray a 
positive mindset, adaptability and show empathy to others. This attribute is found to 
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be especially significant in transformational leadership (Secondary research objective 
3). The cornerstone of effective leadership, however, is a high level of integrity and 
ethical leadership (Research question 4).  In the current South African context of 
alleged “state capture” and the Nkandla saga involving South Africa’s President Zuma, 
ethical governance and effective leadership are a vital part of human development 
opposed to narcissism leadership practices (Secondary research objective 4).  
In the context of this study’s results, a link between burnout and immature leadership 
practices highlights the significance of leaders encouraging subordinates to participate 
in stress-reduction practices. The emotional well-being of the executive leadership 
proves to be contagious in the context of organisational and institutional cultures. 
According to the findings of this study, effective motivation of others is a key attribute 
of an emotional intelligent leader (Research question 2).  
The positive relationship between emotional intelligence leadership development and 
human development affords the opportunity to contribute towards a code of ethical 
leadership best practices. This contribution of practices secures the attainment of one 
of the secondary objectives of this study (Secondary research objective 6).  
Hypothesis H1 in the revised model refers to: 
There is a positive relationship between the Perceived Success of Emotional 
Intelligence Development and Human Development.  
Hypothesis H1 can be presented in management terms as: 
The continuous process of human development can be enhanced through successful 
Emotional Intelligence Development of executive leaders in South Africa (Research 
Question 8). 
8.4.2 Sub-model A variable:  Spiritual Intelligence 
The empirical results of this study prove a negative, but significant relationship 
between spiritual intelligence and human development. For the purpose of this study, 
spiritual intelligence refers to the ability to behave with “wisdom and compassion, while 
maintaining in and out of peace, regardless of the situation” (Wigglesworth, 2012:1). 
Spiritual intelligence competencies in the context of this study include “awareness of 
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one’s own worldview, complexity of inner thought, keeping your Higher Self in charge, 
and being a wise and effective change agent” (Wigglesworth, 2012:1). The concept of 
spiritual intelligence is a complicated and multifaceted phenomenon. Although spiritual 
intelligence is innate in all humans, an individual must discover and develop spiritual 
intelligence.  
Spiritual intelligence regulates and guides emotional intelligence (Safara & Bhatia, 
2013:412). Zohar and Marshall (2012:4) also argue that spiritual intelligence is the 
ultimate human intelligence and that it provides a foundation for the functioning of 
emotional intelligence (EQ) and intelligence (IQ). The essence of spiritual intelligence 
development is that one should move from “immature ego-driven behaviours to more 
mature higher self-driven behaviours to understand and transcend the voice of our 
ego and to be guided by deep wisdom and compassion” (Wigglesworth, 2012:1). 
Neuman (2014:78) defines a negative relationship in the context of this study as “an 
association between two concepts or measures so that as one increases, the other 
decreases, or when one is present, the other is absent”. Based on the results of this 
research, the negative implications between spiritual intelligence and human 
development may be a result of the complex nature of the intelligence science. 
Another contributing factor may be a misunderstanding by respondents that spiritual 
intelligence is closely connected to religion, as one of the questionnaire items deals 
with the statement that “Successful leaders who demonstrate inter-faith tolerance in 
the work place are spiritually intelligent”. In the context of South Africa, certain issues 
are perceived as sensitive matters such as political correctness and sensitivity towards 
interfaith tolerance. These perceptions may have contributed to a negative relationship 
between spiritual intelligence and human development indicated by the respondents. 
The literature review on spiritual intelligence emphasises several emotional 
intelligence elements of successful emotional mature leaders. These elements include 
leaders who demonstrate compassion in solving complex human issues and the link 
between personal inner peace that contribute to productive working environments 
(Research objective 1). Other elements of spiritual intelligence which may enhance 
successful leadership development include the positive relationship between 
cultivated spiritual intelligence in the workplace that enhances personal growth 
opportunities for others. This element of spiritual intelligence is also closely connected 
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to the relationship between spiritually intelligent leaders and servant leadership which 
often demonstrates a willingness to serve others. This attribute is the opposite of 
narcissistic leadership of self-love when one often puts one’s own interest above the 
organisational interest. Various studies highlight the relationship between narcissism 
and corruptive and dictatorial leadership practices which was mentioned before in the 
context of leadership crises on the African continent (Research Question 9).  It is a 
well-known fact that various crime syndicate leaders have similar narcissistic 
personality traits. 
Hypothesis H2 in the revised model refers to: 
There is a positive relationship between Spiritual Intelligence and Human 
Development. Based on the abovementioned discussion, hypothesis H2 is not 
supported. 
8.4.3 Sub-model A Variable:  Cultural Intelligence 
For the purpose of this study, cultural intelligence is defined as the “learned beliefs, 
values, norms, symbols and traditions that are common to a group of people” 
(Northouse, 2013; Rowe & Guerrero, 2011:414). The empirical results prove that a 
positive, direct and significant relationship exists between cultural intelligence and 
human development in terms of this study.  
The significance of cultural intelligence in relation to leadership development is the 
protracted nature of culture consisting of “shared motives, values, beliefs, identities 
and interpretations of meanings that are transmitted across generations” (House et 
al., 2014:11). Global leadership challenges dealing with issues such as the cross-
cultural contemporary refugee crises or the South African xenophobia conflict, 
highlight the importance of cultural intelligence and human development (Secondary 
Research Objective 5).   
In the context of global leadership and human development, it is important to 
distinguish between multiculturalism and diversity. Simply defined, multiculturalism 
refers to a way of seeing or doing things that takes more than one culture into account. 
Diversity refers to the existence of different cultures, ethnicities, socio-economic 
levels, sexual orientations or the races within a group or organisation. The Global 
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Leadership and Organisational Behaviour Effectiveness (GLOBE) highlights the 
following cultural dimensions, namely: “uncertainty avoidance, power avoidance, 
institutional collectivism, in-group collectivism, gender egalitarianism, assertiveness, 
future orientation, performance orientation and humane orientation” (Rowe & 
Guerrero, 2011:414). These cultural dimensions are of particular relevance to this 
study in that leadership development programmes should be focused to equip leaders 
to manage these critical elements (Research question 3). Philips and Gully (2014:57) 
also acknowledge the contributions of Hofstede’s role in terms of leadership 
development in cultural issues. Christensen (2014), however, argues that the human 
ecology dealing with the interrelationships between humans, their cultures and 
ecosystems is a relatively new field in the domain of human development.  
Respondents in this study place a high value on the role of cultural Intelligence to 
prevent leadership failures (Research Question 6). In the domain of human 
development, it is inevitable that leaders will be challenged in terms of cultural 
intelligence in dealing with people from diverse cultures. Executive leadership training 
and development programmes that embrace cultural intelligence may enhance 
international trade to accommodate multicultural challenges (Research Question 5). 
Also, in the field of conflict management which is part of any executive position, leaders 
are challenged with cultural issues. A sound and clear understanding and knowledge 
of cultures, beliefs and values of conflict participants will increase the chances of 
successful conflict resolution.   
Hypothesis H3 in the revised model refers to: 
There is a positive relationship between the Cultural Intelligence and Human 
Development. 
Hypothesis H3 can be presented in management terms as: 
A sound knowledge and clear understanding of Cultural Intelligence is a critical 
element of successful leadership in dealing with people in alignment with successful 
Human Development.   
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8.4.4 Sub-model B:  Organisational Cultural Behaviour 
The empirical results of this study prove that the organisational cultural behaviour has 
a significant positive influence on the human development. Following on earlier 
discussions on cultural intelligence, organisational cultural behaviour can be described 
as the unique cultural behaviour within an organisation or institution. It is a well-known 
fact that certain groups within an organisation develop a unique subculture. This 
subculture often dictates the behaviour or sets the guidelines of inclusiveness. 
Examples of such subcultures are often present among police officers, high 
performance sports teams and small intimate groups of people isolated from the public 
sphere. A distinctive feature is the strong influence often portrayed by senior members 
in a community or organisation where certain behavioural patterns are passed on over 
generations. Also, in the South African Police Service (SAPS) empirical research of 
the subculture is well-documented especially regarding police brutality practices and 
police killings. In the SAPS a distinctive feature is a particular communication code or 
use of slang language or in some cases the use of foul language. The researcher has 
extensive experience of more than 26 years in this matter relating to training in the 
SAPS.  
Another relevant example highlighting the significance of organisational cultural 
behaviour and subcultural behaviour is the annual disputes and conflict at South 
African university campuses pertaining to initiation practices at student residences. 
One example of the protracted nature of racial initiation at educational facilities is the 
Free State University’s “Reitz Four” incident where four white, male students were 
found guilty on a charge of crimen injuria (Soudien, 2010). Since this incident was 
internationalised within hours on YouTube, various other incidents at other educational 
institutions came to light. One may question the fact that students continue with this 
practice after the Reitz incident (Soudien, 2010). This study will, however, address the 
issue of subculture and student initiation practices at student residences in the 
recommendation section. 
In this study organisational cultural behaviour is more in line with the positive 
relationship between human development and the attributes of emotional intelligence 
conducive to leadership development. Respondents in the leadership domain 
identified tolerance towards cultural diversity as a key leadership responsibility. One 
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reason for this sentiment and belief may be the rich cultural diversity in South Africa. 
The mere fact that South Africa has eleven official languages is testimony of the 
cultural diversity and challenges facing leaders in large organisations.  
Another significant aspect identified in this study is that cultural intelligence enhances 
good governance. This trait is relevant in the context of South Africa’s President 
Zuma’s reference that the public sector must “shake up” following the constitutional 
ruling that the President has to pay back the unauthorised money that was used to 
complete the work on his Nkandla residence. In a televised address on SABC 2 on 1 
April 2016 President Zuma specifically referred to the South African government 
tender procedure that resulted in overinflated expenditures. President Zuma also 
referred to his intention to appoint a task team to address unethical governance in 
state departments concerning tender procedures. President Zuma’s intention to 
investigate and improve the state tender procedure is in line with the finding of this 
study regarding transparency and accountability. Along with the outcome of President 
Zuma’s task team investigation, contributions of this study could assist in drafting a 
code of conduct on how ethical leaders should address the challenges of South 
Africa’s government tender procedures. This aspect is emphasised and supported in 
this study pertaining to ethical leadership and values alignment literature emphasising 
the importance of regular values alignment audits to enhance a culture of 
organisational integrity. 
A note-worthy finding in this study is that organisational culture determines how 
performance is evaluated in organisations (Secondary research objective 2). In the 
context of on-going alleged corruptive leadership behaviour in the SA public service, 
this phenomenon is relevant and will also be addressed in the discussion relating to 
the perceived success of emotional intelligence training and cultural intelligence. The 
finding, however, does not only relate to how performance is evaluated in 
organisations, but it also reflects on the code of conduct, procedural conduct and 
specifically on ethical behavioural patterns of conduct in organisations. The nexus in 
this study remains the critical leadership attributes enhanced by emotional intelligence 
that is based on a strong ethos of ethical leadership and ethical governance as the 
foundation of authentic leadership.  
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The underlying dynamics of successful leaders influencing the organisational cultural 
behaviour includes the positive leadership behaviour that enhances the organisational 
culture as well as the successful transformational leaders who challenge the status 
quo when it stands in the way of change. This significant leadership quality is 
confirmed by the leadership literature encouraging leaders not to keep quiet regarding 
controversial issues (Kelly & Nelson, 2003:42). This notion of silence is well-
documented in theology when Bonhoeffer (Kelly & Nelson, 2003:42) questioned why 
religious groups and churches kept quiet against the atrocities committed by Hitler 
during the holocaust. Questioning what is wrong emphasises the significant leadership 
quality to question the status quo when necessary. An example of an SA executive 
leader challenging the status quo, is public prosecutor Madonsela who, on a regular 
basis, holds executives accountable for their actions, including President Zuma. 
An important vital leadership attribute, supported by empirical studies, is that 
successful executive leaders use the expertise of others when making important 
decisions and those emotionally mature leaders involve other people in decision-
making processes (Secondary Research Objective 2). 
Hypothesis H4 in the revised model refers to: 
There is a positive relationship between Organisational Cultural Behaviour and Human 
Development. 
Hypothesis H4 can be presented in management terms as: 
Effective leaders who positively influence and engage in Organisational Cultural 
Behaviour practices are better equipped to manage cultural diversity in organisations 
which increases ethical governance.  
8.4.5 Sub-model B Variable:  Emotional Intelligence Behaviour   
For the purpose of this study and in the context of the perceived success of emotional 
intelligence training for executive leadership in South Africa, emotional intelligence 
behaviour refers to those attributes and learning outcomes which is significant for 
leadership development to enhance ethical governance. The literature review 
suggests various leadership styles relevant to emotional intelligence behaviour such 
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as transformational leadership, servanthood leadership and authentic leadership, 
highlighting the attributes and significance of emotional maturity among executive 
leaders.  
As mentioned throughout this study, South Africa has been plagued by serious and 
continuous leadership crises, primarly in the public sector. The accusations of a culture 
of lawlessness, mass mobilisations to highlight poor service delivery, destructive 
forces during protests such as the Fees-must-Fall campaign, and dysfunctional and 
disruptive behaviour in parliament, are some of the challenges calling for decisive and 
ethical leadership. The serious leadership crisis in South Africa is emphasised by the 
constitutional court ruling that South Africa’s supreme executive leader, President 
Zuma, failed to uphold and defend the constitution.  
President Zuma’s leadership failure therefore, contextualises the relevance and 
significance of this study’s findings pertaining to developing leadership role models 
through successful leadership training programmes. The core of such leadership 
training should include ethics training directed at enhancing accountability and ethical 
governance. According to Goldsmith et al. (2003:217) young leaders place great value 
on ethics and think that current leaders are sorely lacking ethical values. Young 
leaders believe ethical behaviour will become the most important characteristic of 
future leaders (Goldsmith et al., 2003:217).  
The benefits and binding fibre of emotional intelligence in leadership training is well-
documented in the literature of emotional intelligence. Respondents in this study 
placed a high value on simulated case-study training to fast track successful learning 
outcomes (Research question 5). It is a well-known fact that executive leaders seldom 
have the luxury of attending lengthy training programmes due to their leadership 
responsibilities. Various suggestions to enhance leadership development include the 
aspects of accelerated advancement training, simulation role-play training and by 
using technology-based training interventions. Such training interventions could 
include new developments such as the “Global Classroom”, webinars and multifaceted 
stakeholder involvement with the focus on different academic institutions and 
disciplines to provide the training.  
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Other key aspects reflected in the findings of this study include the close relationship 
between effective leadership training and service-orientated leadership development. 
The relevant nexus in this argument is the notion of self-sacrifice as discussed earlier, 
which is firmly embedded in the emotional intelligence literature. Cultivating a positive 
mindset is another key finding suggested by the respondents relating to successful 
emotional intelligence leadership training. 
The ultimate motivator to enhance accountable ethical leadership, however, remains 
contagious and inspirational role-model leadership behaviour. As in the case of infant 
and child raising philosophies, subordinates often mirror their role model’s behaviour. 
If leadership traits are built on corruptive and narcissistic behavioural patterns, the 
higher the chance that subordinates’ behaviour will follow the same pursuit. The 
opposite is, however, also true that positive ethical-orientated leadership often 
encourages subordinates to engage in positive and ethical behaviours. The example 
of South Africa’s President Zuma, as the ultimate executive leader in SA, is therefore, 
again relevant in terms of subordinates mirroring their role models. The empirical 
results of this study prove a positive and significant relationship between the perceived 
success of emotional intelligence training towards role-model behaviour and 
leadership development. The significance of the results suggests that leaders with a 
high level of emotional maturity and the ability to use integrity value-based 
characteristics and charisma have a positive impact on other leaders to perform 
likewise. An example of such a leader is the legacy of Nelson Mandela.  
Therefore, creating an environment for emotional intelligence training and 
emphasising the benefits of emotional intelligence characteristics sets an important 
framework for enhancing leadership development.  
Hypothesis H7 in the revised model refers to: 
There is a positive relationship between Emotional Intelligence Behaviour and the 
Perceived Success of Emotional Intelligence Training. 
Hypothesis H7 can be presented in management terms as: 
Successful leadership training based on emotional intelligence development is a 
critical element to enhance human development and simultaneously create a 
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benchmark leadership profile in search of leadership excellence. (The rephrased 
hypothesis H7 thus, simultaneously addresses secondary Research Objective 5 and 
Research Question 8). 
8.4.6 Sub-model B Variable:  Cultural Intelligence  
The results of this study indicate the significance and the extent to which cultural 
intelligence can positively impact on the perceived success of emotional intelligence 
training. Deep-rooted and protracted cultural beliefs and values are seldom 
successfully changed through training. The emphasis should thus, focus on cultural 
awareness and tolerance among diverse groups. Again, as indicated earlier, the role 
of emotional intelligence development training is critical to enhance cultural awareness 
and tolerance. The analogy of the building-block effect of a firm foundation is evident 
in the findings of this study in that prior to successful cultural intelligence training, an 
acceptance of the basic emotional intelligence principles is required.  
Cultural intelligence also includes the aspects of spiritual and religious tolerance. 
Emotionally mature leaders often portray a better understanding of the principles of 
freedom of religion opposed to more conservative and tradition-based leaders. This 
aspect is also relevant in South Africa. Since 1994 freedom of religion has been 
advocated and embraced in the Constitution. Various changes to traditions in SA had 
to be conquered since 1994 such as opening and closing functions with religious 
prayers. During the afore-mentioned leadership training of delegates from Zambia and 
Malawi in January 2016, the training course was opened and closed with religious 
prayers despite Muslim trainees attending the event (Jones & Els, 2016). 
Cultural awareness and tolerance, especially regarding language matters at South 
African educational institutions, is a major challenge. One of the critical elements in 
the conflict management literature is the mind shift of “placing one in the shoes of the 
other” in order to gain a different perspective on disputes (Els, 2015:327). Training 
workshops based on role-play training can offer a solution in that the trainees and the 
leaders experience views and beliefs other than their own in a simulated training 
environment. The literature supports the use of case studies and practical training 
involving negotiations, mediation and facilitation training, especially in terms of conflict 
management training workshops. The respondents in this study identified a strong 
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relationship between cultural intelligence, especially towards cultural awareness and 
tolerance and successful human development. Yet, examples listed above suggest 
that South Africa has many unresolved cultural issues which can primarily only be 
addressed through effective and transformational executive leadership involvement.  
Hypothesis H8 in the revised model refers to: 
There is a positive relationship between the Cultural Intelligence and the Perceived 
Success of Emotional Intelligence Training. 
Hypothesis H8 can be presented in management terms as: 
The continuous process of Cultural Intelligence training enhances the perceived 
success of Emotional Leadership Development. 
8.4.7 Dependent variables Sub-model A and Sub-model B 
The empirical results of this study prove that there is a significant and positive 
relationship between the dependent variables, human development, and the 
perceived success of emotional intelligence training. 
Throughout Chapter 7, the relationship between the dependent variables in the two 
sub-models is discussed in detail. The respondents in this study were of the opinion 
that emotional intelligence training was a necessary and critical element of successful 
human development in the scope of leadership development. In terms of human 
development in organisations, respondents indicated that emotional well-being was 
an important aspect. It should, however, be noted that successful human development 
is a multifaceted process, much wider than executive leadership development. The 
case study of the CEO of Unilever’s Polman’s commitment to Corporate Social 
Responsibility, above entrepreneurial acumen, strengthens the notion of emotionally 
matured executive leaders setting an example of how to enhance human development 
on a global scale (Gitsham et al., 2012:30). 
The results show that empowering people is the ultimate purpose of successful human 
development and successful leaders are perceived as individuals who create 
opportunities for personal growth. In terms of the perceived success of emotional 
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intelligence training, it is found that creating a culture of learning is a core responsibility 
of successful leaders. 
Following on previous discussions regarding cultural intelligence, respondents 
indicated that cultural representivity in the appointments of executive leadership 
enhances successful human development initiatives. The literature review suggests 
gender representivity as an important aspect due to gender market preference and 
dominance in terms of buying power. It also suggests global empowerment initiatives 
apart from SA’s constitutional guidelines as well as the general acceptance that female 
leaders have a heightened level of emotional intelligence.  
The findings largely support the literature on developing emotionally matured leaders 
opposed to recruiting capable candidates from outside an organisation to fill leadership 
positions. The leadership failures in the SAPS, as discussed earlier, are only one 
example that strongly correlates with the sentiments of the respondents in this study. 
This aspect is highlighted pertaining to the consecutive appointments of four civilian 
members as National Commissioners of police in SA of which all four individuals were 
either suspended or sent to prison for corruptive behaviour. Based on the findings, it 
is deduced that a positive and significant relationship exists between the dependent 
variables human development and perceived success of emotional intelligence 
training for executive leadership in SA. 
Hypothesis H9 in the revised model refers to: 
There is a positive relationship between Human Development and the Perceived 
Success of Emotional Intelligence Training for executive leadership development. 
Hypothesis H9 can be presented in management terms as: 
The continuous process of Successful Emotional Intelligence Training of executive 
leaders enhances Human Development. 
Hypothesis H9 therefore, addresses research question 10: “What interpretations and 
conclusions can be drawn from the empirical findings?” Based on the literature and 
the findings of this study Figure 8.2 presents the Integrative Emotional Intelligence 
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Leadership Model. The model supposes an integrative approach based on various 
processes to develop and train executive leaders to enhance human development. 
Figure 8.2: Integrative Emotional Intelligence Leadership Model  
 
Source: Researcher’s own construction (2016) 
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8.5 THE ROLE OF NON-SIGNIFICANT RELATIONSHIPS 
The statistical non-significant relationships that are presented in the previous chapter 
are assessed in accordance with the proposed theory and literature. Following on the 
literature review, informal discussions with executive leaders, training managers and 
academics in the field of leadership development, were conducted. This section 
presents a discussion on the interpretations of these results. 
8.5.1 Sub-Model A:  Values Alignment 
Values alignment audits are processes to re-evaluate whether organisational values 
and ethical orientations are still in line with ethical and good governance practices. 
Ethical leadership is closely associated with values alignment and for the purpose of 
this study described as ethical behaviour which is a key characteristic of a successful 
global leader of the future.  The issues of ethical governance and ethical leadership 
have been discussed extensively in the previous section due to its close relationship 
with other constructs which were originally intended to measure values alignment. 
The literature review highlights various positive and important aspects which can 
enhance integrity and honesty collectively. These aspects include that values 
alignment should be based on placing organisational well-being above self-interest to 
minimise corruptive behaviour in organisations. Corruption does not only entail ethics, 
but also entails affordability. The cost of corruption equals more than 5% of global 
GDP (US$ 2.6 trillion) which includes over US$1 trillion paid in bribes annually (OECD, 
2016).  
Gregory and Willis (2013:59) define values as “beliefs, principles or concepts which 
lead to outcomes that the organisation sees as desirable”. Values and beliefs are 
imbedded in one’s cultural upbringing which is often difficult to change. As protracted 
cultural beliefs can be changed through training, value-awareness training and human 
development can also be enhanced by training that is focused on organisational 
values. The empirical results have shown that no statistically significant relationship 
exists between values alignment and human development.  
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8.5.2 Sub-model A:  Leadership Empowerment Behaviour   
A significant body of literature emphasising the role of leadership empowerment 
behaviour as part of human development is available. Some of the research items 
which were originally intended to measure leadership empowerment behaviour related 
positively to the construct, skills development. The literature highlights that effective 
leaders are often role models use goal attainment management strategies and 
empower others through self-sacrifice leadership attributes. A discrepancy between 
the literature and the results of this study involves an effective leader’s ability to solve 
problems by conceptualising challenges from a holistic perspective. A possible reason 
for the discrepancy may be that the research item phrasing may be unclear or too 
complicated. 
A further possibility may be clarity about or misunderstanding of an executive leader’s 
responsibility due to the multidimensionality and high expectations of performance and 
the out-performing of opponents resulting in leadership fatigue and mental tiredness. 
Apart from delivering on stakeholder’s expectations, executive leaders often have to 
take care of their own careers and the career of others while balancing social, health 
and institutional demands. This leadership responsibility may include recruiting the 
right candidates, career and succession planning, and leadership development.  This 
argument is highlighted in Chapter 1 and 5 with reference to the untimely deaths of 
the rector of the University of Stellenbosch, Russel Botman, and the CEO of Total 
International. Although leadership empowerment behaviour does not deliver 
significant outcomes in this study, it is recommended that further research on this 
theme is conducted. 
8.6 IMPLICATIONS OF THE STUDY ON THEORY AND THE BODY OF 
KNOWLEDGE 
The primary objective and the secondary objectives along with the primary and the ten 
supporting research questions of the study are realised and addressed. The 
contribution of this study relates to the research that was conducted in the three 
primary areas, namely:  human development, emotional intelligence training and 
executive leadership development. 
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Although previous research has been conducted on emotional intelligence, leadership 
development and human development separately, this study sets out to integrate the 
mentioned three areas with emotional intelligence training as the core focus and the 
holistic central theme.  
As mentioned before, never in the history of South Africa has a leadership crisis been 
so evident that a president is accused of failing his executive leadership duties. 
Various other examples of poor leadership practices are highlighted including the 
executive leadership of the South African Police Service. The cost estimate in terms 
of monetary value, the demoralising effect on police officers and the subsequent poor 
service delivery as direct results of the leadership failure, needs to be contextualised. 
The fact that four consecutive National Commissioners’ appointments in the SAPS 
were terminated in disgrace, highlights the contention that the SA government does 
not learn from its mistakes to make political appointments of individuals with limited 
experience in the particular field.  
Should one for a moment be able to escape the empirical science-based realm of 
research and mathematically calculate an estimate value of “damage” or “cost” of only 
the SAPS’s leadership failure, the basic calculation would be based on a sum of: 193 
692 SAPS members, times four executive leadership failures (national 
commissioners), times eight years (Selebi was dismissed in 2008), times a total of 
52 000 000 South African citizens being served by the SAPS equals a sum total 
beyond normal grasp. The number of unsolved murder and rape cases could possibly 
also be as a result of the SAPS’s leadership failures. The international ramifications of 
SAPS’ executive failures are not discussed, but it should be noted that Selebi was the 
incumbent President and chief of the International Police Association (IPA) at the time 
of his arrest. Although the IPA is a NGO with little clout, the dismissal and 
imprisonment of Selebi as national police commissioner of SAPS and President of IPA 
puts public sector executive leadership failures in SA in the spotlight. The spiralling 
effect of the declining tourist economy against the backdrop of escalating crime in SA 
is not taken into account in this study. It should, however, also be noted that the 
mentioned example only involves the SAPS and no other alleged executive leadership 
failures like PRASA, Transnet and the SABC. This brief and elementary escape of 
empirical realm is an attempt to contextualise the serious consequences of executive 
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leadership failures and the effect it has on the governance of a country like SA. Based 
on the theory of positive leadership discussed in Chapter 3, the impact of leadership 
behaviour on subordinates or followers, who model their behaviour on leaders, is a 
critical element of effective and authentic leadership (Northouse, 2010:222, 223; 
Nohria & Khurana, 2010:465; Gardner et al., 2005:346, Cameron, 2008). 
Observations of this research indicate that there may be equally serious leadership 
failures in the private sector, but because of public interest and media exposure, public 
leadership failures attract more attention and debate than isolated leadership failures 
in private companies. The reason is most probably because fewer individuals are 
affected by the negative consequences than in the public domain. 
The vast number of mentioned examples in this study, involving the highest level of 
executive leadership failures suggesting lack of ethical governance, highlights the 
critical need for emotionally matured leadership development in South Africa. This 
state of leadership failures also supports the notion that emotional intelligence 
leadership development is generally unexplored to date or possibly ignored because 
of self-interest.  Another positive factor that enhances the relevancy of this study, is 
the timing and the sequence of events that are critical to causation and that effects the 
generalisation of the research findings, as argued by Babbie (2016:105). The primary, 
urgent question that surfaces as a result of contextualising the cost of executive 
leadership failures in this study, is:  How are we going to address the challenge of 
executive leadership development in SA?  
Based on empirical evidence, various authoritative scholars and theorists highlight the 
fact that emotional intelligence is a relative new field and advocates the need for further 
research. Respondents in the private, public and professional spheres showed a keen 
interest and willingness to participate in this study emphasising the relevance and the 
significance of this study. An underlying phenomenon that was identified during the 
collection of the data is that by participating in this research, respondents felt they 
were contributing in an otherwise helpless state of affairs of increasing executive 
leadership failures. The impression is that the respondents understood the serious 
consequences of leadership failures, but felt they can do little about the situation 
individually. The assumption is based on discussions between the researcher and the 
respondents when they were approached to participate in this study. 
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This study addresses the limitation by identifying those factors that may influence the 
perceived success of emotional intelligence training for executive leadership 
development within the South African context.  A theoretical model was constructed 
and empirically tested. The conceptual model that was developed contributes towards 
a better understanding of the multidimensional and complex nature of human 
development and executive leadership development in South Africa, as well as the 
perceived success of emotional intelligence training. Considering the multidimensional 
nature of this study, the contribution of the advanced statistical technique of Structural 
Equation Modelling is significant, if not invaluable.  
From this study it is evident that an integrated approach involving human development, 
emotional intelligence and executive leadership development, offers an opportunity to 
develop new and innovative training solutions in South Africa.  These training solutions 
should be practical, out-come based and technologically orientated to equip the 
executive leaders and to ensure that the minimum time is spent away from their 
responsibilities (Armstrong & Page, 2015).  
The results of the study therefore, suggest specific recommendations on how to 
incorporate emotional intelligence training for executive leaders in South Africa 
successfully. The same principles can be employed in other African countries to 
develop the African executive leaders. Considering the statements, facts and findings, 
the conclusion can be drawn that it is evident that this study not only contributes to the 
body of knowledge, but also challenges the powers to act urgently and to contextualise 
the prospect of successful emotional intelligence training for executive leaders in 
South Africa, especially in government. 
8.7 LIMITATIONS OF THE STUDY 
The study attempts to make a contribution towards the body of knowledge regarding 
human development and the perceived success of emotional intelligence training for 
executive leaders in South Africa. The following limitations are identified which should 
be considered in interpreting the study’s findings.   
The data collection process used a snowball convenience sampling procedure. Direct 
contact with the identified executive leaders was problematic in that the gatekeepers 
in various instances declined on behalf of the executive leaders, citing research and 
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questionnaire fatigue. The majority of the successfully contacted respondents was 
keen to participate and in many cases supplied the contact details of colleagues or 
forwarded the cover letter containing the NMMU’s web questionnaire link designated 
to this study. Positive feedback through email was received after a number of 
respondents completed the online questionnaire. Specific feedback that might have 
contributed to a high number of respondents that completed the questionnaire, is that 
the cover letter stated the estimated time it would take to complete the questionnaire. 
At first, a longer time estimate was provided to complete the questionnaire. Based on 
the feedback of the pilot study, respondents suggested that the estimated time in the 
cover letter should be reduced.  
The snowball convenience sampling technique was used in this study. Although the 
technique was highly effective, the researcher had little control over the distribution to 
include all cultural groups. In order to ensure a representative sample population 
various attempts were made to contact both female executive leaders and especially 
young black leaders. Very few executive leaders who were contacted directly refused 
to participate, citing various reasons. The general reason supplied by respondents 
was that they were too busy or as a result of questionnaire fatigue.  
Although the NMMU’s web-based questionnaire was extremely helpful to distribute 
and send emails to respondents countrywide, internet problems occurred on a number 
of occasions. This state of affairs became apparent after participants had emailed and 
complained that they could not access the online questionnaire or that after completing 
the first page, the second page could not be accessed. NMMU, like other educational 
institutions in SA, encountered severe internet problems at the time. The internet 
problems resulted in a number of executives indicating that they would not attempt 
completing the questionnaire again because of time constraints. 
The items measuring some of the variables, especially change management, wisdom, 
outside advice and succession planning, returned relatively low Cronbach-alpha 
coefficients.  Although 0.7 is generally accepted as the lower limit, the literature 
indicates that in exploratory research the acceptability of low Cronbach-alpha 
coefficients, may be permissible. These relatively low values are however, 
acknowledged as a limitation of the study, in addition to a number of variables that 
were removed from the model due to construct validity concerns.   
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Although the sampling process and the selection of qualifying respondents were 
considered carefully, it is acknowledged that the relationships under investigation 
could be influenced by unaccounted factors such as varying levels of experience. 
8.8 RECOMMENDATION FOR FUTURE RESEARCH 
This study points out the significance of emotional intelligence in the leadership 
development domain in SA. Various empirical studies indicate that emotional 
intelligence and leadership development are under-researched areas in the leadership 
field. The research results, against the background of major leadership failures, 
provide a number of future research opportunities.  
Although supported by the literature, the following initial independent variables were 
found statistically non-significant in terms of the dependent variables:  Change 
Management, Skills Development, Wisdom, Outside Advice, and Succession 
Planning. These unexpected results may be explained by the limited research on the 
beneficial role of emotional intelligence on leadership development within the context 
of the South African executive leadership domain. These factors could therefore, be 
explored further.   
Given the extent of conflict at tertiary institutions in South Africa, including the initiation 
practices at academic residences, the findings of this study provide a theoretical 
foundation for future research. Future research could therefore, investigate the impact, 
the influence and the role of subcultures among inclusive groups that negatively affect 
transformational initiatives. Based on this study, follow-up research should investigate 
the prospect of compulsory emotional intelligence workshops to all first-year students 
at educational facilities. Topics should focus on cultural intelligence and organisational 
cultural behaviour with cultural awareness and tolerance set as the learning outcome 
and the training goal. 
The results also indicate time constraints as major challenges for executive leadership 
development (Armstrong & Page, 2015). Executives are often appointed during crises 
and emergencies without complete qualifications or training in executive roles and 
functions. It is, therefore, recommended that a high-profile, outcome-based emotional 
intelligence workshop, catering for different new executive appointees, is designed 
and presented. Future research should, therefore, focus on collaborative leadership 
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training that involves tertiary business schools, private enterprises and public 
leadership development programmes to accelerate executive leadership development 
in the SA government domain. Areas of focus should include technologically-based 
training such as “Global Classroom”, webinars and multifaceted stakeholder 
involvement with the collaboration of different academic institutions and disciplines to 
provide training. 
Executive burnout and mental fatigue are often contributors to executive leadership 
derailment. Stakeholder demands, both in the private and public office, often place 
undue pressure and expectations on executives with negative consequences to their 
social and family lives, and long-term careers. Based on the findings of Ashkanasy et 
al. (2002), emotional intelligence training in organisations is under-researched. It is 
therefore, recommended that future studies are conducted to encourage, or to put 
systems in place that reflect, realign and re-energise executive leadership capabilities 
by attending regular emotional intelligence-focused training workshops.  
The results of the study offer specific recommendations on how to incorporate 
emotional intelligence training for executive leaders in South Africa successfully. It is 
suggested that future research efforts are focused on how to expand emotional 
intelligence leadership development in the African continent. 
8.9 CONCLUDING REMARKS 
This study proves that the science of emotional intelligence is a significant factor in the 
domain of executive leadership development. It was found that emotionally mature 
executive leaders have attributes that ineffective executive leaders do not generally 
possess. Some of these attributes include the elements of inspirational and 
transformational leadership, self-awareness, a positive mindset and integrity.  
Pretorius (2013:112), one of South Africa’s home-grown successful executive leaders, 
attributes his success to the continuous quest to empower others. According to 
Pretorius (2013:112), the most important leadership responsibility is to believe that 
“Before you are a leader, success is all about growing yourself. When you become a 
leader, success is all about growing others”. This leadership attribute strongly 
correlates with the findings of this study, which apart from other findings, identifies that 
self-sacrifice to empower others, can only be realised if leaders pursue an all-inclusive 
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emotional intelligence-based leadership style. The rare reward for excellence in 
leadership governance is to be hailed as a role model. 
Core executive leadership responsibilities include a leadership style that pursues 
ethical governance and creates empowerment opportunities for others, which allow 
executives to empower themselves as effective and professional leaders. Emotional 
intelligence within the framework of human development, affords executive leaders 
the opportunity to develop holistically and to qualify themselves on par with 
international standards and counterparts.  
Nelson Mandela’s leadership legacy raised the bar on leadership excellence. If 
analysed in the context of emotional intelligence, one will identify the commonalities in 
Mandela’s leadership style and the empirical findings of this study. Some of the 
comparative attributes include authenticity, accountability, integrity and charisma to 
name but a few. South Africa has also produced other dynamic emotionally matured, 
successful executive leaders, including young professional female executives such as 
Public Prosecutor Madonsela.  
The major leadership challenge in South Africa, however, is to implement a 
collaborative approach towards executive leadership development and to intensify 
executive leadership training. South African executive leaders have the opportunity to 
incorporate the science of emotional intelligence to enhance not only their own 
careers, but also to make a meaningful impact on human development. Emotional 
intelligence should also be incorporated in leadership training curricula to incubate and 
develop the next generation of executive leaders. The time for implementing emotional 
intelligence executive training is now.   
“Action without vision is only passing time, 
Vision without action is merely day dreaming, 
But vision with action can change the world” 
Nelson Mandela.  
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